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STATE OF MICHIGAN 
IN THE COURT OF APPEALS 

44TH CIRCUIT COURT, 53RD DISTRICT 
COURT, & LIVINGSTON COUNTY 
PROBATE COURT, 

Plaintiffs, 

v. 

COUNTY OF LIVINGSTON & 
LIVINGSTON COUNTY BOARD OF 
COMMISSIONERS, 

Defendants.

Case No.:   

John W. Fraser (P79908) 
Steven C. Liedel (P58852) 
Erin A. Sedmak (P78282) 
Drew D. Van De Grift (P76820) 
Attorneys for Plaintiff 
DYKEMA GOSSETT PLLC 
Capitol View, 201 Townsend Street, Suite 
900 
Lansing, Michigan 48933 
(517) 374-9100 
JWFraser@dykema.com 
SLiedel@dykema.com 
ESedmak@dykema.com 
DVandegrift@dykema.com
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LIVINGSTON COUNTY BOARD OF COMMISSIONERS 

MEETING MINUTES 

 
October 24, 2022, 6:00 P.M. 
Board of Commissioners Meeting Location 
304 E. Grand River Ave., Board Chambers, Howell, Michigan 
Zoom Virtual Meeting ID: 399-700-0062 / Password: LCBOC  
https://us02web.zoom.us/j/3997000062 

 
Members Present: Wes Nakagiri, Carol Griffith, Martin Smith, Carol Sue Reader, Douglas 

Helzerman, Jay Drick, Jay Gross, Brenda Plank 
  
Members Absent: Mitchell Zajac 

_____________________________________________________________________ 

 

1. CALL MEETING TO ORDER  

The meeting was called to order by Chairman Wes Nakagiri at 6:00 p.m. 

2. MOMENT OF SILENT REFLECTION 

3. PLEDGE OF ALLEGIANCE TO THE FLAG 

All rose for the Pledge of Allegiance to the Flag of the United States of America. 

4. ROLL CALL  

Roll call by the Deputy Clerk indicated the presence of a quorum.  

5. CORRESPONDENCE 

None. 

6. CALL TO THE PUBLIC 

The following persons addressed the Board: Stacy Farrell, Oceola Township, (provided a handout 
to the Board); Doug Helzerman, Handy Township; Randie Clawson, Howell, and Connie 
Robinson, Hartland Township.  

7. APPROVAL OF MINUTES 

7.a Meeting Minutes dated: October 11, 2022 

Motion to approve the Minutes as presented. 

It was moved by J. Gross 
Seconded by D. Helzerman 

Yes (8): J. Gross, W. Nakagiri, C. Griffith, M. Smith, C. Reader, D. Helzerman, J. Drick, 
and B. Plank; No (0): None; Absent (1): M. Zajac; 

MOTION Carried (8-0-1) 

8. TABLED ITEMS FROM PREVIOUS MEETINGS 

None. 
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9. APPROVAL OF AGENDA 

Motion to approve the agenda as presented. 

It was moved by C. Griffith 
Seconded by B. Plank 

Yes (8): C. Griffith, W. Nakagiri, M. Smith, C. Reader, D. Helzerman, J. Drick, J. Gross, and  
B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

10. REPORTS 

10.a EDC Update 

Marcia Gebarowski, Director of Business Development 

11. RESOLUTIONS FOR CONSIDERATION  

Resolutions 2022-10-157 through 2022-10-165 

11.a 2022-10-157 

Resolution Authorizing the Chair of the Livingston County Board of Commissioners to 
Sign a Letter of Understanding Regarding Reclassification and Increased Hire Wage for 
Operations Supervisor – Central Dispatch 

Motion to adopt the Resolution. 

It was moved by D. Helzerman 
Seconded by J. Gross 

Yes (8): D. Helzerman, W. Nakagiri, C. Griffith, M. Smith, C. Reader, J. Drick, J. Gross, 
and B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

11.b 2022-10-158 

Resolution Authorizing Specialty Courts and Programs to Apply for the State Opioid 
Response 2 Project (SOR2) Grant for the Adult Drug Court for FY 2023 – Court Central 
Services 

Motion to adopt the Resolution. 

It was moved by B. Plank 
Seconded by C. Griffith 

Yes (8): B. Plank, W. Nakagiri, C. Griffith, M. Smith, C. Reader, D. Helzerman, J. Drick, 
and J. Gross; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

11.c 2022-10-159 (Roll Call Vote) 

Resolution Authorizing Specialty Courts and Programs to Accept the State Court 
Administrative Office (SCAO) Grants– Court Central Services 

Motion to adopt the Resolution. 

It was moved by C. Reader 
Seconded by J. Gross 
Discussion. 

Roll Call Vote: Yes (8): C. Reader, W. Nakagiri, C. Griffith, M. Smith, D. Helzerman, 
J. Drick, J. Gross, and B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 
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11.d 2022-10-160 (Roll Call Vote) 

Resolution Authorizing the Specialty Courts and Programs to Accept the Community 
Corrections Grant Award for Fiscal Year 2023 – Community Corrections 

Motion to adopt the Resolution. 

It was moved by C. Reader 
Seconded by B. Plank 

Roll Call Vote: Yes (8): C. Reader, W. Nakagiri, C. Griffith, M. Smith, D. Helzerman, 
J. Drick, J. Gross, and B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

11.e 2022-10-161 (Roll Call Vote) 

Resolution to Approve and Implement the Results of the MGT of America Consulting, 
LLC. Classification and Compensation Study Effective 1/1/2023 for Nonunion Employees 
– Human Resources 

Motion to adopt the Resolution. 

It was moved by M. Smith 
Seconded by D. Helzerman 
Discussion. 

Motion to amend the Resolution to remove the word immediate in the fourth Be It Further 
Resolved paragraph and insert January 1, 2023.  

It was moved by J. Drick 
Seconded by D. Helzerman 

Yes (8): J. Drick, W. Nakagiri, C. Griffith, M. Smith, C. Reader, D. Helzerman, J. Gross, 
and B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION TO AMEND Carried (8-0-1) 

Motion to adopt the Amended Resolution. 

It was moved by M. Smith 
Seconded by D. Helzerman 
Discussion. 

Roll Call Vote: Yes (8): M. Smith, W. Nakagiri, C. Griffith, C. Reader, D. Helzerman, 
J. Drick, J. Gross, and B. Plank; No (0): None; Absent (1): M. Zajac 

AMENDED MOTION Carried (8-0-1) 

11.f 2022-10-162 

Resolution Approving an Appointment to the Livingston County Aeronautical Facilities 
Board – Board of Commissioners 

Motion to adopt the Resolution. 

It was moved by D. Helzerman 
Seconded by C. Griffith 

Yes (8): D. Helzerman, W. Nakagiri, C. Griffith, M. Smith, C. Reader, J. Drick, J. Gross, 
and B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 
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11.g 2022-10-163 

Resolution Approving Appointments to the Livingston County Foundation Board of 
Directors – Board of Commissioners 

Motion to adopt the Resolution. 

It was moved by B. Plank 
Seconded by M. Smith 

Yes (8): B. Plank, W. Nakagiri, C. Griffith, M. Smith, C. Reader, D. Helzerman, J. Drick, 
and J. Gross; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

11.h 2022-10-164 

Resolution Approving Appointments to the Livingston County Human Services 
Collaborative Body – Board of Commissioners 

Motion to adopt the Resolution. 

It was moved by B. Plank 
Seconded by M. Smith 
Discussion. 

Motion to amend the Resolution to add Stacy Farrell for reconsideration of her 
appointment to the Livingston County Human Services Collaborative Body. 

It was moved by B. Plank 
Seconded by M. Smith 
Discussion. 

Chairman Nakagiri rules the amendment is out of order. 
Discussion. 

Motion to overrule the Chair's decision that the motion to amend is out of order. 

It was moved by B. Plank 
Seconded by M. Smith 

  Discussion. 

Chairman Nakagiri calls for 5 min recess at 7:15 p.m. 

Meeting resumes at 7:19 p.m. 

Roll Call Vote: Yes (5): B. Plank, C. Griffith, M. Smith, C. Reader, and J. Gross 
No (3): W. Nakagiri, D. Helzerman, and J. Drick 
Absent (1): M. Zajac 

MOTION to Overrule Chair’s Decision is Carried (5-3-1) 
 

Motion to amend the Resolution to add Stacy Farrell for reconsideration of her 
appointment to the Livingston County Human Services Collaborative Body. 

It was moved by B. Plank 
Seconded by M. Smith 

Roll Call Vote: Yes (5): B. Plank, C. Griffith, M. Smith, C. Reader, and J. Gross  
No (3): W. Nakagiri, D. Helzerman, and J. Drick  
Absent (1): M. Zajac  

MOTION TO AMEND Carried (5-3-1) 
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Motion to adopt the Amended Resolution. 

It was moved by B. Plank 
Seconded by M. Smith 

Roll Call Vote: Yes (5): B. Plank, C. Griffith, M. Smith, C. Reader, and J. Gross  
No (3): W. Nakagiri, D. Helzerman, and J. Drick  
Absent (1): M. Zajac  

AMENDED MOTION Carried (5-3-1) 

11.i 2022-10-165 

Resolution Establishing Compensation for Livingston County Board of Commissioners – 
Board of Commissioners 

Motion to adopt the Resolution. 

It was moved by B. Plank 
Seconded by C. Reader 

Yes (8): B. Plank, W. Nakagiri, C. Griffith, M. Smith, C. Reader, D. Helzerman, J. Drick, 
and J. Gross; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

12. ACCOUNTS PAYABLE REPORTS 

12.a Claims dated: October 24, 2022 

12.b Payables dated: October 1 through October 14, 2022 

Motion to approve the Claims Report and Payables Report as presented. 

It was moved by: C. Griffith 
Seconded by: J. Gross 

Yes (8): C. Griffith, W. Nakagiri, M. Smith, C. Reader, D. Helzerman, J. Drick, J. Gross, and  
B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 

13. CALL TO THE PUBLIC 

The following persons addressed the Board:  Stacy Farrell, Oceola Township and Brenda Plank, 
Green Oak Township. 

14. ADJOURNMENT 

Motion to adjourn the meeting at 7:51 p.m. 

It was moved by C. Griffith 
Seconded by B. Plank 

Yes (8): C. Griffith, W. Nakagiri, M. Smith, C. Reader, D. Helzerman, J. Drick, J. Gross, and  
B. Plank; No (0): None; Absent (1): M. Zajac 

MOTION Carried (8-0-1) 
 

 

 
________________________________  
Amy L. Kostesich, Deputy County Clerk 
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RESOLUTION NO:  2022-10-161  

LIVINGSTON COUNTY  DATE:  October 24, 2022 

Resolution to Approve and Implement the Results of the MGT of America 
Consulting, LLC. Classification and Compensation Study Effective 1/1/2023 for 
Nonunion Employees – Human Resources   

WHEREAS,  the County last conducted a non-union wage study in 2014-2015; and  

WHEREAS,  the Board of Commissioners Strategic Plan set a 2022 goal of conducting a wage and benefit 
survey for our nonunion employees; and  

WHEREAS,  in order to remain competitive and able to retain and recruit a talented workforce, the County 
issued an RFP in 2022 to select a vendor to conduct a classification and compensation study and 
the Board of Commissioners entered into a contract in March, 2022 with MGT of America 
Consulting, LLC to conduct the study; and  

WHEREAS, MGT of America Consulting, LLC. conducted a classification and compensation study 
systematically using established practices regarding job evaluation, gathering market data and 
applying their findings via standard means of measurement; and  

WHEREAS,  MGT of America Consulting, LLC. has consistently sought input and provided feedback to the 
County throughout the project via meetings, correspondence, and conferences; and

WHEREAS,  MGT of America Consulting, LLC. has completed the classification and compensation study based 
on the fundamental principles of wage and salary administration and the proper evaluation of 
internal and external pay factors, concurred with by the Classification and Compensation Study 
Steering Committee, the Personnel Committee, and based on the terms of the agreement for 
service; and 

WHEREAS,  the Classification and Compensation Study Steering Committee and Personnel Committee have 
reviewed the classification and compensation study and recommend the approval of the results and 
implementation.   

THEREFORE BE IT RESOLVED that the Livingston County Board of Commissioners hereby approves the 

Classification and Compensation Study conducted by MGT of America Consulting, LLC. dated 

October 14, 2022 effective January 1, 2023 only for employees currently and actively employed 

as of January 1, 2023.  

BE IT FURTHER RESOLVED that the classification changes, including title changes and reclassifications as 

described in the Classification and Compensation Study for Livingston County Final Report, 

dated October 14, 2022 are hereby adopted.   

BE IT FURTHER RESOLVED that individual employee whose current pay falls within the new grade shall be 

placed on the step closest to, but not less than, their current base pay.   

Agenda Page 18 of 125
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RESOLUTION NO: 2022-10-161 

PAGE: 2 

BE IT FURTHER RESOLVED that for employees currently compensated above the range maximum (red 

circled) there shall be no adjustment to their base rate.  Employees currently compensated below 

the new range minimum (reclassifications) shall be immediately brought to the range minimum 

as a one-time adjustment, or the step on the new grade scale that gives them at least a 5% increase 

to their current pay, whichever is greater.   

BE IT FURTHER RESOLVED that changes recommended by MGT of America Consulting, LLC. to the 

attached Classification / Compensation Guidelines policy are hereby approved and adopted.  

BE IT FURTHER RESOLVED that the 2023 salary schedule was prepared without an across-the-board market 

adjustment for 2023.  A cost-of-living adjustment will require separate action by the Board of 

Commissioners.     

BE IT FURTHER RESOLVED should an employee or their supervisor feel the placement of a job within the 

classification or grade structure is incorrect, an appeal can be made to the Human Resources 

Department to reevaluate the position after a six (6) month waiting period following Board 

approval of this study.   

BE IT FINALLY RESOLVED that the implementation of the Classification and Compensation results for non-

union Court Employees will occur upon the written approval and authorization of the Chief Judge. 

BE IT FURTHER RESOLVED that the Livingston County Board of Commissioners authorize any 

necessary budget amendments and transfers needed to effectuate the above

# # # 

MOVED: 

SECONDED:      

CARRIED:    
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CHAPTER 1. INTRODUCTION 

I.I  BACKGROUND  

Livingston County contracted with MGT Consulting Group (MGT) in April of 2022 to conduct a 
Classification and Compensation Study. The overall objective of the study was to strengthen Livingston’s 
compensation system to ensure that the system is accurate, equitable, and market competitive so the 
County  continues to be positioned to attract and retain highly qualified employees. The 
recommendations provided in this report will assist Livingston with maintaining a competitive 
compensation system that will support the County in its goal to compensate its employees fairly and at 
market competitive rates to recruit and retain the best possible talent. 

To accomplish the County’s project goals, MGT’s study included:   

• A review of the County’s current salary schedules, related policies, benefits, and job 
descriptions. 

 A review of the data gathered through MGT’s Management Issues Paper (MIP) survey from 
supervisors to identify concerns about job titles, pay, position levels, the accuracy of job 
descriptions, recruitment, retainment, and career pathways.  

 A review of the data gathered through MGT’s Job Content Questionnaire (JCQ) to confirm each 
job’s essential duties and responsibilities, minimum education and experience requirements, 
internal and external relationships, physical requirements, and working conditions. 

 An evaluation of each job to ensure accurate and industry-standard classifications and titles, 
FLSA compliance, and appropriate market benchmarking. 

 A review and comparison of salary and benefits data from comparable organizations (as 
approved by the County). 

 The development of an updated classification and compensation system based upon relevant 
market comparisons, and the assignment of positions to appropriate placement within the 
system.  

 A summary of cost estimates, policies, and strategies to implement the proposed compensation 
structure. 

We appreciate the cooperation of the County’s Project Officer and all employees and supervisors who 
assisted in the development of job information for this study.  
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I.2 OVERVIEW OF REMAINING CHAPTERS  

 
This report contains four chapters, including this introduction. The remaining chapters include: 

• Chapter 2.0 – Approach and Methodology. This chapter presents a summary of MGT’s 
methodology for collecting data from employees and for conducting a market analysis for all 
included classifications. A description of each component is provided. 
 

• Chapter 3.0 – Results and Reports. This chapter provides information on the proposed 
compensation plan, a summary of the total cost to implement the model, and an overview of 
the benefits review component of this study. 
 

• Chapter 4.0 – Administration and Maintenance Practices. This chapter presents best practice 
guidelines for administering and maintaining compensation systems to support future pay plan 
management decisions. 
 

Additional information related to this study may be found in the appendices of this report. 
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 CHAPTER 2. APPROACH & METHODOLOGY 

2.I PROJECT ACTIVITIES  

MGT prepared the below methodological approach to address the specific issues, concerns, and 
objectives of Livingston County. Although generally accepted procedures, methodologies, and formats 
were used to conduct the study and prepare deliverables, the content of all final products was specifically 
tailored to the circumstances and requirements of Livingston County. The approach used for this 
engagement consisted of the following primary project activities:  

➢ TASK 1: CONDUCT INITIAL MEETING AND FINALIZE PROJECT WORK PLAN 
The objective of this task was to review the technical approach and strategies to be employed, to 
establish a mutually agreed upon project work plan, schedule, and team responsibilities, and to 
begin internal data collection. 

➢ TASK 2: DEVELOP AND IMPLEMENT A COMMUNICATIONS STRATEGY; HOLD ORIENTATION SESSION(S) 
The objective of this task was to understand each team member’s roles and responsibilities and to 
define the project teams’ communication lines and schedules. Additionally, the MGT project team 
developed communication materials and conducted orientation presentations as required.  

➢ TASK 3: REVIEW EXISTING CLASSIFICATION AND COMPENSATION SYSTEM  
The objective of this task was to work with the Livingston Project Officer to review existing 
compensation documentation. MGT also analyzed job descriptions, existing career ladders, and 
policies, and noted potential issues to be resolved.  

➢ TASK 4: GATHER AND EVALUATE CURRENT ORGANIZATIONAL AND EMPLOYEE JOB DATA 
The objective of this task was to gather and evaluate employee job data by administering the MGT 
Management Issues Paper (MIP) survey to offer supervisors the opportunity to identify 
compensation and classification concerns relating to their own areas of responsibility. This task also 
included administering MGT’s Job Content Questionnaire (JCQ) to collect job data for analysis. This 
task included the review of collected data to prepare for benchmarking and developing 
recommendations. 

➢ TASK 5: IDENTIFY RELEVANT RECRUITMENT MARKET(S) 
The objective of this task was to identify market data sources and to verify the appropriate 
recruitment markets and competitor/comparable organizations for benchmarking and comparisons.  

➢ TASK 6: CONDUCT MARKET SALARY AND BENEFITS SURVEY AND BENCHMARK POSITIONS 
The objective of this task was to benchmark positions from the selected market data sources. The 
MGT team also conducted a Custom Market Salary and Benefits Survey for assessing pay and 
benefits relative to total compensation.  
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➢ TASK 7: REVISE AND PREPARE JOB DESCRIPTIONS, AS NEEDED 

The purpose of this task was to review job description information and job data collected through 

MGT’s Job Content Questionnaire (JCQ) from employees to review and ensure positions are 

accurately classified and to update job descriptions as needed.  

 

➢ TASK 8: DEVELOP COMPENSATION AND CLASSIFICATION SYSTEM; PRESENT REPORT  
The objective of this task was to provide Livingston with a competitive classification and 
compensation system and provide guidance relative to policies and procedures for the maintenance 
and administration of the updated system. MGT provided Livingston with a study report, detailing 
methodology, market sources, recommendations, cost estimates and implementation strategies, 
and best practices for ongoing maintenance and administration. 

➢ TASK 9: DEVELOP IMPLEMENTATION STRATEGIES 
The objective of this task was to provide guidance and cost projections relative to the pay system 
recommendations and compensation policy for implementation and with phase-in options. 

➢ TASK 10: PROVIDE ONGOING ASSISTANCE 
The objective of this task is to provide consultation on the implementation and maintenance of the 
proposed system for 12 months following the completion of the study. 

The remaining sections of this chapter provide an overview of MGT’s key project activities. 

2.2 PROJECT INITIATION  

Upon agreement to proceed, MGT’s Project Team held a kick-off call on April 4, 2022, with the 
Livingston Project Officer to discuss the study’s objectives, timeline, and strengths and weaknesses of 
the current system. Discussions also focused on Livingston’s needs regarding the systems to be 
developed. The discussions resulted in a view of the County’s priorities for classification review, salary 
administration, and long-range planning. 

During the kick-off meeting, MGT shared a Data Request Checklist with Livingston and requested that 
Livingston provide a database of employee names, position titles, class dates, current salaries, and other 
pertinent information for analysis. This information served as a directory of the positions to be analyzed. 
Livingston also provided MGT with copies of job descriptions, and other related policies and data. 

MGT provided Livingston with communications materials, including a Study Announcement template 
and Study FAQs document, to inform employees about the study. MGT maintained frequent contact 
with the Livingston Project Officer throughout the course of the study to ensure that the components of 
the classification and compensation system met the County’s needs and goals for compensation.  

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

Livingston County, MI 

Compensation and Classification Study  
P a g e  | 5 

 

2.3 MARKET DATA SOURCES  

One of the key components of a salary study is the market review. Relevant recruitment markets were 
identified in collaboration with the Livingston Project Officers and used for benchmarking classifications. 
The market data sources analyzed in this study are shown in Exhibit 2-1. 
 

EXHIBIT 2-1: MARKET DATA SALARY SOURCES AND RECRUITMENT AREAS 

 Salary.com CompAnalyst Online Database, August 2022  
 

The following recruitment areas were reviewed for benchmarking classifications: 

• Michigan, Statewide  

• Lansing, Michigan 

• Ann Arbor, Michigan 
 

Within these recruitment markets, the following industry scopes were used during the analysis: 
• Government - All FTEs 

• All Industries - All FTEs 
• Government - $20-$50M Revenues  

• All Industries - $20-$50M Revenues 
 
Annual average salaries were referenced for the market review.  

 MGT Consulting Group Custom Market Salary and Benefits Survey, July 2022 
 

Livingston County identified peer/competitor organizations for MGT to survey for salary and 
benefits information through MGT’s Custom Market Survey. An overview of this process is 
provided in Section 2.4. A copy of the Custom Market Survey is provided in Appendix A, and a 
copy of the Custom Market Survey Results is provided in Appendix B.  

Sources: Salary.com CompAnalyst database, 2022; MGT Consulting Group Custom Market Survey, 2022. 

 

2.4 DATA COLLECTION  

MANAGEMENT ISSUES PAPER (MIP)  

Livingston County department heads and supervisory employees were invited to participate in an online 
survey, the Management Issues Paper (MIP), to collect information about specific concerns related to 
the County’s current classification and compensation system (see Appendix C). Department heads and 
supervisory employees identified concerns or issues with specific positions, including issues of 
recruitment, retention, salary grade/range, career advancement, and position title. The MIP survey was 
distributed via email on May 3, 2022, and the survey data collection ended on May 23, 2022. A total of 
63 MIP submissions were received by MGT. The results from the MIP survey were provided to the 
County’s Project Officer in a supplemental report. 
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JOB CONTENT QUESTIONNAIRE (JCQ) 

MGT used a survey instrument called a Job Content Questionnaire (JCQ) (see Appendix D) to collect data 
on job positions for analysis. All employees with positions included in the study were provided the 
opportunity to complete a JCQ.  

The data from the JCQ was used to determine the primary duties of each position, the 
required minimum education, experience, skills, and training for each position, and to compare jobs to 
the identified comparable markets. The JCQ collected job data on various factors, including:   

• Essential job duties   
• Knowledge, skills, and abilities  
• Function within the organization  
• Education required  
• Experience required  
• Work performed  
• Responsibility and leadership  
• Decision-making  
• Financial authority  
• Physical and dexterity requirements  
• Environmental hazards and working conditions  
• Sensory requirements  

 
The JCQ was distributed to employees via e-mail on May 9th and was closed on May 20th.  

CUSTOM MARKET SURVEY 

Livingston identified peer/competitor organizations that were invited to participate in MGT’s Custom 
Market Salary and Benefits Survey on July 6th for comparisons relative to total compensation (see 
Chapter 3 for more information about the benefits data gathered through this project activity). Salary 
and benefits data was requested through MGT’s Custom Market Survey for the following organizations: 

Counties: 

1. Allegan County, MI 
2. Berrien County, MI 

3. Ingham County, MI 

4. Jackson County, MI 

5. Kalamazoo County, MI 

6. Monroe County, MI 

7. Muskegon County, MI  

8. Ottawa County, MI 

9. Saginaw County, MI 

10. St. Clair County, MI 

11. Washtenaw County, MI 
*Counties listed above are the core/primary comparison group.  
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Townships: 

12. Brighton City, MI 
13. Charter Township of Brighton, MI 
14. Genoa Township, MI 
15. Howell City, MI 
16. Howell Township, MI 
17. Marion Township, MI 
18. Oceola Township, MI 
19. Putnam Township, MI 
20. Green Oak Township, MI 
21. Hamburg Township, MI 

 

School Districts:  

22. Hartland Consolidated Schools 
23. Howell Public Schools 
24. Livingston Educational Service Agency (ESA) 
25. Fowlerville Community Schools 
26. Brighton Area Schools 
27. Pinckney Community Schools 

 

Other Organizations:  

28. State Court Administrative Office (SCAO) 
29. Ford 
30. GM 
31. University of Michigan - Ann Arbor 
32. Cleary University 
33. Michigan Department of Health & Human Services 
34. Michigan Department of Environment, Great Lakes, and Energy (EGLE) 
35. Michigan Department of Agriculture and Rural Development (MDARD) 
36. STARS - Saginaw 
37. ICTC - Isabella County 
38. BCT - Battle Creek 
39. MATS - Muskegon 
40. MAX - Holland 

 
The survey queried comparison organizations about their organization’s minimum, midpoint,  maximum  
and average salaries associated with selected positions, which included the following benchmark 
positions: 

1. Administrative Specialist  
2. Benefits Specialist  
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3. Building Inspector/Plan Reviewer 
4. Chief Deputy County Clerk  
5. Deputy Circuit Court Clerk  
6. Deputy Director of Human Resources 
7. Driver (CDL) 
8. Election Specialist/Deputy Clerk 
9. Elections Coordinator/Deputy Clerk  
10. Emergency Management Regional Planner 
11. Engineering Surveyor  
12. Senior Financial Analyst 
13. Lead Court Security Officer  
14. Maintenance Mechanic  
15. Network Administrator 
16. Office Manager  
17. Public Safety Technician Specialist  
18. Senior Appraiser  
19. Senior Payroll Clerk  
20. Senior Vital Records Clerk  
21. Specialty Courts and Programs Administrator 
22. Veterans Affairs Director 
23. Vital Records Clerk  
24. Prosecutor 
25. Assistant Prosecutor (1,2&3)  
26. Attorney Referee/Juvenile 
27. Attorney/Referee FOC  
28. Research Attorney 
29. Law Clerk/Attorney Magistrate 
30. Chair BOC 
31. Commissioners 
32. Vice Chair BOC 
33. County Clerk  
34. Drain Commissioner  
35. Register of Deeds 
36. Sheriff 
37. Treasurer 

 
The survey also asked respondents to provide benefits information for comparisons and input relative to 
their organizational policies, such as cost-of-living adjustments and remote work policy.    

Several e-mail reminders and follow-up calls were made to encourage participation. The survey was 
closed on July 22nd following a request for a deadline extension and additional outreach. Additional 
data was gathered through online research. A copy of the survey tool used in this data collection is 
included in Appendix A, and a copy of the Custom Market Survey results is provided in Appendix B.  
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2.5 POSITION REVIEW AND PLAN DEVELOPMENT  

MGT conducted an extensive review of Livingston positions relative to their job duties, qualifications, 
and responsibilities to determine any recommended position title updates or reclassifications. MGT also 
reviewed job descriptions/data and responses from the Management Issues Paper (MIP) survey to 
conduct the job review and to identify the appropriate recruitment markets and benchmark 
comparisons for determining any needed market adjustments and job updates. A database of all 
benchmark data reviewed during the study was provided to the Livingston Project Officer for reference 
and to support implementation and future maintenance and administration. Exhibit 2-2 provides an 
overview of MGT’s process for assessing the County’s positions, assessing market competitiveness, and 
developing pay plan recommendations. 
 

EXHIBIT 2-2: OVERVIEW OF REVIEW PROCESSES

 
Source: MGT Consulting Group, 2022. 

Generally, market benchmarks in classification and compensation studies reflect the overall market 
annual average salary of incumbents in a classification. Dependent on market data availability, other 
market salaries may also be referenced, including the market range minimum, midpoint, and maximum 
salary rates. It should be noted that in any market comparison there are no mirror images for an 
organization, and position matches involve judgment in making comparisons. Through a detailed 
compilation and comprehensive review of the determined competitive markets, one can establish a 
general guide to assess market conditions. In reviewing the County’s positions, a considerable amount of 
data was generated to select appropriate competitive markets and position benchmarks to conduct 
comparisons.  
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A copy of Livingston’s pre-study pay plan and grade order are provided in Appendix E for reference. 
Livingston’s pre-study pay plan was assessed for market competitiveness by using the benchmarks’ 
market salaries to determine if the pay plan’s structure was adequate to accommodate adjusting to 
market rates and allowing room for growth, or if a new system would need to be developed. As a result 
of this assessment, MGT developed an updated pay plan for Livingston to adjust positions appropriately 
to their respective markets, allow room for career advancement, avoid salary compression, and 
strengthen the County’s market competitiveness (see Chapter 3.0 and Appendix F for the proposed 
pay plan). Positions were assigned to pay grades per their market benchmarks and were reviewed and 
adjusted relative to recruiting needs, job family hierarchies, and supervisory lines as necessary.  
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CHAPTER 3. RESULTS AND REPORTS 

3.I PROPOSED PLAN AND IMPLEMENTATION 

MGT maintained a single pay plan for Livingston consisting of 16 grades and 9 steps. The plan has a 6 
percent spread between the minimum and midpoint of the market (which is step 3 on the proposed 
schedule), and an 18 percent spread between the midpoint of the market (step 3) and the maximum at 
step 9 (24 percent total spread). The proposed pay plan provided in Exhibit 3-1 (and Appendix F) is a 
result of this study’s market analysis. The midpoint of the market (step 3) for each grade represents the 
average market salary for the positions assigned to the grade. All grades in the plan are separated by 
varying percentages from 5 to 10 percent.  

EXHIBIT 3-1: PROPOSED PAY PLAN  

Source: MGT Consulting Group, 2022. 
The pay plan is based on a 40-hour work week. 
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Each job classification was assigned to a pay grade within the proposed pay plan per their market 
benchmarks. The positions were further reviewed and adjusted relative to recruiting needs, hierarchies, 
and supervisory lines as necessary.  
 
MGT encourages the expeditious implementation of the proposed pay plan as the plan and grade 
assignment recommendations are based on the most current competitive market data available. MGT 
recommends that the following phase-in priorities be established: 

1. All employees below the minimum salary of their recommended assigned pay grade should be 
adjusted to the minimum salary as soon as possible (within 1-year as best practice).  

 

2. The remaining adjustment costs should also be applied during the first year of implementation 
to avoid compression (20-25 percent as best practice). 
 

3. All remaining adjustments should be completed based upon a set implementation schedule (and 
as budget allows) to avoid compression, maintain internal equity, and ensure classifications stay 
competitive with the market.  

 
Exhibit 3-2 summarizes the estimated fiscal impact of the proposed adjustments to the County pay plan. 
The total estimated fiscal cost of the proposed recommendations is $1,157,385.78.  
 

EXHIBIT 3-2: TOTAL ADJUSTMENT COST ESTIMATES  

 
Source: MGT Consulting Group, 2022.  

 
It is recommended that employee salaries be either maintained at their current level or adjusted 
upward according to the proposed pay plan and policy recommendations provided in this report and 
that no employees’ salaries be reduced. The estimates provided in this report are based on the latest 
employee information provided to MGT by Livingston (received 10/7/22). Any employee data changes 
occurring after this date should be accounted for in the implementation plan prior to taking effect. 

MGT has provided the following four study reports in the Appendices listed below that will assist 
Livingston with implementing the proposed pay plan recommendations: 

Grade Order List Report - Appendix G indicates the pay grade to which each job class would be 
assigned under the proposed plan. It further indicates the annualized minimum, market (step 3 of 
the schedule), and maximum pay for each pay grade.  
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3.2 COMPARATIVE BENEFITS AND POLICIES REVIEW  

This report section focuses on a comparative assessment of Livingston County’s benefits in comparison 
to peer and competitor organizations identified by the County. Benefits data were gathered from the 
selected organizations (see listing in Chapter 2.0) through MGT’s Custom Market Salary and Benefits 
Survey, outreach, and online research. This report section includes an overview of Livingston County’s 
benefits offerings followed by the comparative assessment. 

OVERVIEW OF COUNTY BENEFITS 

MGT reviewed the benefits information provided by the County’s Human Resources and from the 
County’s website to gather data to review the current state of its benefits program. Livingston County 
offers its full-time employees a variety of benefits, including: 

• Health insurance, which is offered through Blue Cross Blue Shield of Michigan. There are three 
options for non-union employees which include Community Blue PPO 4, Community Blue PPO 6, 
and High Deductible Health Plan. Currently, the County pays for 80-90 percent of the cost of 
health insurance for most employees, depending on the date of hire for the employee. The rates 
for 2022 for the three plans and two tiers are provided in Exhibit 3-1.  

• Dental insurance, which is offered through Blue Cross Blue Shield of Michigan. The rates for the 
plan are provided in Exhibit 3-3. 

• Vision insurance, which is offered through MetLife. The rates for the plan are provided in Exhibit 
3-4. 

• Retirement, which is offered through the Municipal Employees’ Retirement System of Michigan 
(MERS). The details of the plan are provided in Exhibit 3-5. 

• Paid leave, which includes sick leave, vacation, and holiday. See Exhibit 3-6 for leave totals. 

 

Livingston County offers health coverage at a minimal cost to employees depending on the plan 
selected. Exhibit 3-1 shows the amounts for health insurance monthly premium rates for 2022.  

 

EXHIBIT 3-1: 2022 HEALTH INSURANCE BI-WEEKLY PREMIUM RATES 

COVERAGE CLASS TIER 
1 (Hired Before 

11/1/2009) 
BCBSM PPO 4 BCBSM PPO 6 HDHP 

Single $28.58 $44.84 $0.00 

2 Person $68.59 $107.61  

2 Person Spouse $78.59 $117.61  

Family $85.73 $134.52 $0.00 

Family w/Spouse $95.73 $144.52  
Source: Livingston County Human Resources, 2022.  
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COVERAGE CLASS TIER 
2 (Hired After 

11/1/2009) 
BCBSM PPO 4 BCBSM PPO 6 HDHP  

Single $57.16 $73.42 $0.00 

2 Person $137.17 $176.20  

2 Person Spouse $147.17 $186.20  

Family $171.47 $220.25 $0.00 

Family w/Spouse $181.47 $230.35  
Source: Livingston County Human Resources, 2022.  

 

BENEFITS COMPARATIVE ANALYSES  
 
As part of MGT’s data collection, selected peer and competitor organizations were asked to provide the 
overall average value of their benefits package as a percentage of the total compensation offered to 
their employees. One of the primary indicators of market competitiveness is the value of an 
organization’s benefits package relative to total compensation.  
 
To calculate the total benefits to compensation percentage, MGT uses the equation: 
 

% Benefits to Total Compensation = Annual Value of Benefits/Total Compensation 
 
To determine the values needed for this equation, MGT uses the equation: 
 

Total Compensation = Annual Cash Compensation + Annual Value of Benefits 
 
An employee’s annual cash compensation can be defined as all compensation that is paid directly to an 
employee. It is the combined value employers pay for Base pay (salary/hourly rates) and Bonuses and/or 
incentive pay. The annual value of benefits includes all compensation that is not paid directly to an 
employee. This value is calculated in addition to base salary and incentive pay and is the combined value 
of the following components: 
 

- Medical benefits coverage 

- Paid time off (includes vacation/sick/PTO, holiday, personal, etc.) 

- Disability Insurance 

- Life Insurance 

- Retirement benefits (including 401(k)/403(b), pension plans, etc.) 

- FICA (Social Security, etc.) 

- Worker’s Compensation  
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COUNTY ORGANIZATION FINDINGS  

As shown in Exhibit 3-2, the responding county organizations reported an average benefits package value 
of 37.83 percent compared to Livingston County at 34.0 percent, a difference of 3.83 percent. Core county 
peer benefits values ranged from 36.50 percent to 40.0 percent at the time the survey was conducted. 
The overall peer average of all organizations surveyed was 35.70 percent, compared to Livingston County 
at 34.0 percent, a difference of 1.70 percent. 

 

EXHIBIT 3-2: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

Livingston County, MI 34.0% 

Peer Average  37.83% 

Overall, Peer Average of all Organizations 35.70% 

Berrien County, MI Varies by bargaining status and unit. 

Ingham County, MI  Varies by union group. 

Jackson County, MI  37.00% 

Kalamazoo County, MI  36.50% 

Muskegon County, MI  40.00% 

Source: MGT Custom Market Survey, 2022.  

 

Exhibit 3-3 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as 
a voluntary benefit. Most of the responding peer organizations shown below offer dental insurance as a 
voluntary benefit with a percentage paid by the employer. 

EXHIBIT 3-3: DENTAL INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
 

Voluntary 
 

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

Peer Average  Voluntary  % Paid by employer 

Overall, Peer Average of all 
Organizations 

Voluntary Unknown  

ALLEGAN COUNTY, MI  Voluntary 5% Employer Paid  
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INGHAM COUNTY, MI  Voluntary 
Included in Medical 

 

KALAMAZOO COUNTY, MI Contributory  80% Employer Paid 

MONROE COUNTY, MI Voluntary 100% Employee Paid  

 BERRIEN COUNTY, MI  Voluntary  80% Employer Paid 

MUSKEGON COUNTY, MI Voluntary  90% Employer Paid  

JACKSON COUNTY, MI Voluntary Included in Medical 

SAGINAW COUNTY, MI Voluntary 100% Employee Paid  

ST. CLAIR COUNTY, MI  Voluntary Included in Medical 

WASHTENAW COUNTY, MI Voluntary 100% Employee Paid 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 

Exhibit 3-4 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County offers voluntary vision insurance for employees (opt-out payment varies 
per bargaining unit). Of the responding peer organizations, one organization offers vision as a 
contributory insurance, four as a voluntary benefit, and two organizations include vision insurance 
within their health benefit. 

EXHIBIT 3-4: VISION INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

Peer Average  Voluntary  % is paid by the employer 

Overall, Peer Average of all 
Organizations 

Voluntary Unknown  

ALLEGAN COUNTY, MI  N/A N/A 

INGHAM COUNTY, MI Voluntary  Included in Medical 

KALAMAZOO COUNTY, MI Contributory  80% Employer Paid  

 BERRIEN COUNTY, MI  Voluntary  90% Employer Paid  

MUSKEGON COUNTY, MI Voluntary  N/A 

JACKSON COUNTY, MI Voluntary  Included in Medical 
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SAGINAW COUNTY, MI Voluntary 100% Employer Paid  

WASHTENAW COUNTY, MI Voluntary 100% Employee Paid  

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but data unavailable. 

 

 

Exhibit 3-5 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. Most of the responding organizations offer a MERS Defined Contribution Plan.  

EXHIBIT 3-5: RETIREMENT PLAN COMPARISON  
ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENTAGE  

LIVINGSTON COUNTY, MI MERS Defined Contribution Plan  
MERS Hybrid Plan 

8% (non-union employees hired after 1/1/2022/ 
MERS Defined Contribution Plan) 

3% (non-union employees hired between 
7/6/2009 and 1/1/2022 / MERS Hybrid Plan) 

Peer Average  Defined Contribution Plan 6% 

Overall, Peer Average of 
all Organizations 

Defined Contribution Plan 
403b Plan  

5% 

Allegan County, MI  MERS Defined Contribution Plan N/A 

Berrien County, MI  Voluntary 457b Varies by Bargaining Unit status 

Ingham County, MI  MERS Defined Contribution Plan Varies by Bargaining Unit status 

Jackson County, MI  
Defined Benefit & 

 Defined Contribution Plan 

Employer match for the Defined Contribution plan 
is dependent on each bargaining unit (most are at 

a 5% matching, but deputies are at 6%) 

Kalamazoo County, MI  457 Deferred Compensation Plan N/A 

Monroe County, MI MERS Defined Contribution Plan N/A 

Muskegon County, MI  
Defined Benefit & 

 Defined Contribution Plan 

Defined Benefit: 13.5%  
Defined Contribution: 6% 

Ottawa County, MI  
MERS Defined Contribution Plan &  

457b Plan 
MERS Defined Contribution Plan: 6% 

457: $1,000 Annual contribution 

Saginaw County, MI MERS Defined Contribution Plan N/A 

St. Clair County, MI  
Defined Benefit and Defined 

Contribution Plan 
N/A 

Washtenaw County, MI  MERS Defined Contribution Plan N/A 

Source: MGT Custom Market Survey, 2022. 
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The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-6.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organizations, which offer an average of 68 hours (ranging from 40 to 104 hours).  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 137.6 hours (ranging from 72 to 304 hours).  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 72 hours (ranging from 64 to 200 hours).  

- Livingston County offers a maximum of 8 hours for personal leave. One organization offers 40 
hours of paid medical leave, and two organizations offer personal and/or floating days. The 
average of those two peers is 28 hours (ranging from 16 hours to 40 hours). 

 

EXHIBIT 3-6: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, MI  
6 days per year / 

48 hours  
22 days per year / 176 

hours  
13 days per year / 

104 hours  
1 day / 8 hours  

Peer Average  
8.5 days / 68 

hours 
17 days / 136 hours  13 days / 104 hours   4 days / 32 hours  

Overall, Peer Average of all 
Organizations 

7 days / 56 hours  18 days / 144 hours  12 days / 96 hours   4 days / 32 hours  

ALLEGAN COUNTY, MI  N/A N/A 13 days / 104 hours N/A 

BERRIEN COUNTY, MI  
13 days / 104 

hours  
12 days / 96 hours  

 
25 days / 200 hours  

2 personal days / 16 
hours 

INGHAM COUNTY, MI  N/A N/A 13 days / 104 hours N/A 

JACKSON COUNTY, MI  
6 days   / 48 

hours  
38 days / 304 hours  11 days / 88 hours  N/A 

KALAMAZOO COUNTY, MI  5 days / 40 hours  9 days / 72 hours  13 days / 104 hours 

40 hours of Paid 
Medical Leave 

available the first full 
pay period of July 

MUSKEGON COUNTY, MI  
10 days / 80 

hours  
15 days / 120 hours 12 days / 96 hours  N/A 

OTTAWA COUNTY, MI  N/A N/A 8 days / 64 hours  
5 floating days / 40 

hours  

WASHTENAW COUNTY, MI  N/A 12 days / 96 hours  8 days / 64 hours N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable. 
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In addition to health coverage, dental, vision, and retirement plans, the responding organizations also 
provided information about the other benefits offered to their employees, as shown in Exhibit 3-7. Most 
of the responding organizations offer similar additional benefits as Livingston County, including Life 
Insurance, Disability Insurance, Employee Assistance Programs, and Health Savings Accounts. 
 

EXHIBIT 3-7: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
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Life Insurance Y Y Y Y Y Y   Y  Y Y 
Critical Illness 
Insurance 

Y Y   Y      Y  

Accident 
Insurance 

Y Y  Y Y      Y Y 

Cancer Insurance Y    Y      Y  
Disability 
Insurance 

Y Y Y Y Y Y  Y Y  Y Y 

Sick Leave Bank Y  Y Y Y   Y   Y  
Flex Spending 
Account 

Y            

Health Savings 
Account 

Y  Y Y Y  Y Y Y  Y Y 

EAP (Employee 
Assistance 
Program) 

Y Y Y Y Y Y Y Y Y Y Y Y 

Education 
Assistance / 
Tuition 
Reimbursement 
Program 

Y Y   Y Y Y  Y  Y Y 

Pet Insurance Y          Y  

Legal             

Sabbatical             

Cell/Allowance     Y Y     Y  
PTO (Paid Time 
Off) Bank  

  Y  Y Y  Y   Y  

Dependent Care 
Assistance  

Y     Y     Y  

Vehicle 
Allowance 

          Y  

Wellness/Fitness Y Y  Y Y Y Y  Y  Y  

Source: MGT Custom Market Survey, 2022. Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices.  
 
Exhibit 3-8 provides a summary of the peer responses regarding organizational policy adopted to address 
employees with long tenures or those employees that reach the top of their pay range.  

 

EXHIBIT 3-8: POLICY REGARDING EMPLOYEES AND LONGEVITY  

ORGANIZATION  POLICY 

BERRIEN COUNTY, MI No longevity policy.  

INGHAM COUNTY, MI  
Ingham County's union and non-union compensations are based on years of service 
(steps). Those who were grandfathered still receive longevity pay. 

 

JACKSON COUNTY, MI  

Jackson County's Union and Non-Union Compensation tables are based on years of 
service steps (rewarding employees for longevity). A couple of our CBAs have 

grandfathered language regarding annual longevity payments, but there are only a 
handful of employees that are still eligible. 

MONROE COUNTY, MI  
An employee that completes a year of employment will be upgraded a step within 

their pay grade each year at the date of their anniversary until they reach the top of 
the pay grade. 

MUSKEGON COUNTY, MI  
5 years of service: $250 annual payment; +$50 added for each subsequent year. 

Maximum payout: $1,250 

Source: MGT Custom Market Survey, 2022. 

 
Exhibit 3-9 provides a summary of the peer responses regarding whether their pay plans receive regular 
Cost-of-Living Adjustments, and if so, how the Cost-of-Living (COLA) Policy is applied.  
 

EXHIBIT 3-9: POLICY REGARDING COST-OF-LIVING ADJUSTMENTS   

ORGANIZATION  POLICY 

BERRIEN COUNTY, MI Administered at the first of the calendar year. 

INGHAM COUNTY, MI  Cost-of-living is adjusted annually.  

JACKSON COUNTY, MI  

Non-Union cost of living adjustments are reviewed by the BOC on an annual basis and 
any increases are implemented on Jan 1 of each year. This past year, non-union 
employees received a 3% across the board increase. CBA (collective bargaining 

agreements) (collective bargaining agreements) contracts have been negotiated for a 3-
year period with 11 different union groups. The County only has two groups that are 312 

arbitration eligible. 

MONROE COUNTY, MI  
Currently undergoing a Base Wage Adjustment from 2021 to 2024. Wages will increase 

at certain percentages each year. 

MUSKEGON COUNTY, MI  
Administered annually, payment is based on Consumer Price Index. Maximum payment: 

$416. 

Source: MGT Custom Market Survey, 2022. 
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TOWNSHIP FINDINGS  

As shown in Exhibit 3-10, the responding Townships reported an average benefits package value of 20 
percent compared to Livingston County at 34.0 percent, a difference of 14.0 percent.  

 

EXHIBIT 3-10: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

LIVINGSTON COUNTY, MI 34.0% 

GENOA TOWNSHIP, MI 20.0% 

Source: MGT Custom Market Survey, 2022.  

 
Exhibit 3-11 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as 
a voluntary benefit. Most of the responding peer organizations shown below offer dental insurance as a 
voluntary benefit. 

EXHIBIT 3-11: DENTAL INSURANCE COMPARISON  
ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
 

Voluntary 
 

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

GREEN OAK TOWNSHIP, MI Voluntary  N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 

Exhibit 3-12 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County offers voluntary vision insurance for employees. Of the responding peer 
organization, vision is offered as a voluntary benefit. 

EXHIBIT 3-12: VISION INSURANCE COMPARISON  
ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

GREEN OAK TOWNSHIP, MI Voluntary N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but data unavailable.  
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Exhibit 3-13 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. The two responding organizations offer a Defined Contribution Plan with an 
employer contribution; the amount varies.  
 

EXHIBIT 3-13: RETIREMENT PLAN COMPARISON  

ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENT  

LIVINGSTON COUNTY, MI 
MERS Defined Contribution Plan  

MERS Hybrid Plan  

8% (non-union employees hired after 
1/1/2022/ MERS Defined 

Contribution Plan) 
3% (non-union employees hired 

between 7/6/2009 and 1/1/2022 / 
MERS Hybrid Plan) 

PUTNAM TOWNSHIP, MI Defined Contribution Plan Only 3% Employer contribution 

GREEN OAK TOWNSHIP, MI 
Municipal Employee’s Retirement 

System of Michigan 
Varied 

Source: MGT Custom Market Survey, 2022. 

 
 
The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-14.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organizations, which offer an average of 0 hours.  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 0 hours.  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 0 hours.  

- Livingston County offers a maximum of 8 hours for personal leave. The responding peer does 
not offer personal/other leave.  

EXHIBIT 3-14: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, MI 
6 days per year / 

48 hours  
22 days per year / 176 hours  

13 days 
per year / 
104 hours  

  

1 day / 8 hours  

PUTNAM TOWNSHIP, MI  0 0 
13 days / 
104 hours 

N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable.  
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In addition to health coverage, dental, vision, and retirement plans, the responding organizations also 
provided information about the other benefits offered to their employees, as shown in Exhibit 3-15. The 
responding organizations offer similar additional benefits to Livingston County, including Life Insurance 
and Disability Insurance. 

EXHIBIT 3-15: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 

BENEFIT 

LI
V

IN
G

ST
O

N
 

C
O

U
N

TY
, M

I 

G
R

EE
N

 O
A

K
 

TO
W

N
SH

IP
, M

I  

H
A

M
B

U
R

G
 

TO
W

N
SH

IP
, M

I  

Life Insurance Y Y Y 

Critical Illness Insurance Y   

Accident Insurance Y   

Cancer Insurance Y   

Disability Insurance Y Y  

Sick Leave Bank Y   

Flex Spending Account Y   

Health Savings Account Y   

EAP Y   

Education Assistance / Tuition 
Reimbursement Program 

Y   

Pet Insurance Y   

Legal    

Sabbatical    

Cell/Allowance    

PTO Bank     

Dependent Care Assistance  Y   

Vehicle Allowance    

Wellness/Fitness Y   

Source: MGT Custom Market Survey, 2022.  
Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices.  
 
Exhibit 3-16 provides a summary of the peer responses regarding organizational policy adopted to 
address employees with long tenures or those employees that reach the top of their pay range.  

 

EXHIBIT 3-16: POLICY REGARDING EMPLOYEES AND LONGEVITY  

ORGANIZATION POLICY  

PUTNAM TOWNSHIP, MI 
The Supervisor, Clerk, and Treasurer perform annual reviews and make 

recommendations for each individual's compensation and present them to the Board 
for approval. 

Source: MGT Custom Market Survey, 2022. 

 
Surveyed peers did not provide information regarding whether their pay plans receive regular Cost-of-
Living Adjustments, and if so, how the Cost-of-Living (COLA) Policy is applied. 

 

SCHOOL DISTRICT FINDINGS  

As shown in Exhibit 3-17, the responding School Districts reported an average benefits package value of 
45 percent compared to Livingston County at 34.0 percent, a difference of 11.0 percent.  

 

EXHIBIT 3-17: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

LIVINGSTON COUNTY, MI 34.0% 

LIVINGSTON EDUCATIONAL SERVICE AGENCY (ESA), MI 45.0% 

Source: MGT Custom Market Survey, 2022.  
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Exhibit 3-18 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as a 
voluntary benefit. All of the peer organizations shown below offer dental insurance as a benefit. 

 
EXHIBIT 3-18: DENTAL INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM  

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
  

Voluntary 
  

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

HARTLAND CONSOLIDATED SCHOOLS, MI Offered N/A 

HOWELL PUBLIC SCHOOLS, MI  Offered N/A 

LIVINGSTON EDUCATIONAL SERVICE 
AGENCY (ESA), MI 

Offered N/A 

FOWLERVILLE COMMUNITY SCHOOLS, MI Offered N/A 

BRIGHTON AREA SCHOOLS, MI Offered N/A 

PINCKNEY COMMUNITY SCHOOLS, MI Offered N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 

 

 

Exhibit 3-19 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County offers voluntary vision insurance for employees. All of the peer organizations shown 
below offer vision insurance as a benefit. 

 
EXHIBIT 3-19: VISION INSURANCE COMPARISON  

 
ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

HARTLAND CONSOLIDATED 
SCHOOLS, MI 

Offered N/A 

HOWELL PUBLIC SCHOOLS, MI  Offered N/A 

LIVINGSTON EDUCATIONAL 
SERVICE AGENCY (ESA), MI 

Offered N/A 

FOWLERVILLE COMMUNITY 
SCHOOLS, MI 

Offered N/A 
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BRIGHTON AREA SCHOOLS, MI Offered N/A 

PINCKNEY COMMUNITY SCHOOLS, 
MI 

Offered N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 
 

Exhibit 3-20 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. Most of the responding organizations offer a 403b plan, with employer matches 
that vary. 

 

EXHIBIT 3-20: RETIREMENT PLAN COMPARISON  

ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENT  

LIVINGSTON COUNTY, MI 
• MERS Defined Contribution 

Plan 

• MERS Hybrid Plan  

8% (non-union employees hired after 
1/1/2022/ MERS Defined 

Contribution Plan) 
3% (non-union employees hired 

between 7/6/2009 and 1/1/2022 / 
MERS Hybrid Plan) 

HARTLAND CONSOLIDATED SCHOOLS, 
MI 

403b Plan  N/A 

HOWELL PUBLIC SCHOOLS, MI  
403b Plan  
401k Plan  

N/A 

LIVINGSTON EDUCATIONAL SERVICE 
AGENCY (ESA), MI 

403b Plan  
Varies based on the ORS plan that is 

selected 

FOWLERVILLE COMMUNITY SCHOOLS, 
MI 

403b Plan  N/A 

BRIGHTON AREA SCHOOLS, MI 
Defined Benefit Plan  

Defined Contribution Plan  
Pension Plus Plan  

N/A 
 

PINCKNEY COMMUNITY SCHOOLS, MI 
403b Plan  
457b Plan 

N/A 
 

Source: MGT Custom Market Survey, 2022. 
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The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-21.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organizations, which offer an average of 80 hours.  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 155 hours (ranging from 144 to 160 hours).  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 80 hours (ranging from 80 to 88 hours). 

- Livingston County offers a maximum of 8 hours for personal leave. Responding peers average 24 
hours for personal days and 40 hours for bereavement (ranging from 16 to 32 hours for personal 
days). 

  

EXHIBIT 3-21: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, MI 
6 days per year / 

48 hours  
22 days per year / 

176 hours  
13 days per year / 

104 hours  
1 day / 8 hours  

HARTLAND 
CONSOLIDATED 
SCHOOLS, MI 

N/A 20 days / 160 hours  10 days / 80 hours  
4 personal days / 32 

hours  

HOWELL PUBLIC 
SCHOOLS, MI  

N/A 20 days / 160 hours 11 days / 88 hours  
2 personal days / 16 

hours  

LIVINGSTON 
EDUCATIONAL SERVICE 
AGENCY (ESA), MI 

10 days / 80 hours  18 days / 144 hours  
10 days / 80 hours 

 

3 personal days / 24 
hours  

5 bereavement days / 
40 hours  

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable.  
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In addition to health coverage, all organizations surveyed offered dental, vision, and retirement plans to 
their employees. Additional benefits offered to employees of the responding organizations in 
comparison to Livingston County are shown in Exhibit 3-22. Most of the responding organizations offer 
similar additional benefits as Livingston County, including Life Insurance, Disability Insurance, and Health 
Savings Accounts. 

EXHIBIT 3-22: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
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Life Insurance Y Y Y Y Y Y Y 

Critical Illness 
Insurance 

Y       

Accident 
Insurance 

Y       

Cancer 
Insurance 

Y       

Disability 
Insurance 

Y Y Y Y Y Y Y 

Sick Leave Bank Y       

Flex Spending 
Account 

Y       

Health Savings 
Account 

Y Y   Y Y Y 

EAP Y Y      

Education 
Assistance / 
Tuition 
Reimbursement 
Program 

Y  Y Y    

Pet Insurance Y       

Legal        

Sabbatical        

Cell/Allowance        

PTO Banks        

Dependent 
Care Assistance  

Y       

Vehicle 
Assistance  

  Y     

Wellness/Fitnes
s 

Y    Y   

Source: MGT Custom Market Survey, 2022. Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices.  
 
Exhibit 3-23 provides a summary of the peer responses regarding organizational policy adopted to 
address employees with long tenures or those employees that reach the top of their pay range.  

 

EXHIBIT 3-23: POLICY REGARDING EMPLOYEES AND LONGEVITY  

ORGANIZATION POLICY  

LIVINGSTON EDUCATIONAL 
SERVICE AGENCY (ESA), MI 

Livingston ESA offers longevity compensation to the following groups: 
Transportation, Livingston Intermediate Professional Staff Association members, and 
Livingston Educational Teacher Assistant Association. Employees with the years of 
service as noted below as of June 1st of any given year will be entitled to these 
additional longevity payments: 
 

Years of Service Longevity Payment 

5-10 $500 

11-15 $1,000 

16-20 $1,500 

21-24 $2,000 

25+ $2,500 

All longevity payments are subject to established performance-based provisions. 
Should an employee retire prior to June 1st, the longevity payment will be prorated 
based on the days worked of the scheduled workdays from the year in which the 
longevity was earned. That prorated amount will be paid out on their final check from 
the Agency. 

Source: MGT Custom Market Survey, 2022. 

 
Exhibit 3-24 provides a summary of the peer responses regarding whether their pay plans receive regular 
Cost-of-Living Adjustments, and if so, how the Cost-of-Living (COLA) Policy is applied. 
 

EXHIBIT 3-24: POLICY REGARDING COST-OF-LIVING ADJUSTMENTS   

ORGANIZATION POLICY  

LIVINGSTON EDUCATIONAL 
SERVICE AGENCY (ESA), MI 

Wage scales are reviewed annually during the budget process. For the two unionized 
groups, the wages are negotiated.  

Source: MGT Custom Market Survey, 2022. 
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OTHER ORGANIZATION FINDINGS  

Surveyed organizations did not provide information on their average benefits package value. Exhibit 3-25 
shows this information as unknown.  

 

EXHIBIT 3-25: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

LIVINGSTON COUNTY, MI 34.0% 

Peer Average  Unknown 

 
Source: MGT Custom Market Survey, 2022.  

Exhibit 3-26 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as a 
voluntary benefit. All of the peer organizations shown below offer dental insurance as a benefit. 

 
EXHIBIT 3-26: DENTAL INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
  

Voluntary 
  

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

FORD MOTORS, MI Offered  
N/A 

 

GENERAL MOTORS, MI Offered 
N/A 

 

UNIVERSITY OF MICHIGAN – ANN ARBOR, MI Offered 
N/A 

 

CLEARY UNIVERSITY, MI Offered 
N/A 

 

MICHIGAN DEPARTMENT OF HEALTH & 
HUMAN SERVICES, MI 

Offered 
N/A 

 

MICHIGAN DEPARTMENT OF ENVIRONMENT, 
GREAT LAKES, AND ENERGY (EGLE), MI 

Offered  
N/A 

 

MICHIGAN DEPARTMENT OF AGRICULTURE 
AND RURAL DEVELOPMENT (MDARD), MI 

Offered 
N/A 

 

STARS – SAGINAW, MI 
 

Offered 
N/A 

 

ICTC – ISABELLA COUNTY, MI 
 

Offered 
N/A 

 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 
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Exhibit 3-27 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County offers voluntary vision insurance for employees. All of the peer organizations shown 
below offer vision insurance as a benefit. 

 
EXHIBIT 3-27: VISION INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

FORD MOTORS, MI 
Offered 

 

N/A 
 

GENERAL MOTORS, MI 
Offered 

 

N/A 
 

UNIVERSITY OF MICHIGAN – ANN ARBOR, MI 
Offered 

 

N/A 
 

CLEARY UNIVERSITY, MI 
Offered 

 

N/A 
 

MICHIGAN DEPARTMENT OF HEALTH & 
HUMAN SERVICES, MI 

Offered 
 

N/A 
 

MICHIGAN DEPARTMENT OF ENVIRONMENT, 
GREAT LAKES, AND ENERGY (EGLE), MI 

Offered 
 

N/A 
 

MICHIGAN DEPARTMENT OF AGRICULTURE 
AND RURAL DEVELOPMENT (MDARD), MI 

Offered 
 

N/A 
 

STARS – SAGINAW, MI 
 

Offered 
 

N/A 
 

ICTC – ISABELLA COUNTY, MI 
 

Offered 
 

N/A 
 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but data unavailable. 

 

 
Exhibit 3-28 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. Most of the responding organizations offer a 401k Plan, with an average 
employer match of 4 percent, ranging from 4 percent to 5 percent. 
 

EXHIBIT 3-28: RETIREMENT PLAN COMPARISON  

ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENT  

LIVINGSTON COUNTY, MI 
• MERS Defined Contribution 

Plan  

• MERS Hybrid Plan  

• 8% (non-union employees 
hired after 1/1/2022/ 
MERS Defined 
Contribution Plan) 

• 3% (non-union employees 
hired between 7/6/2009 
and 1/1/2022 / MERS 
Hybrid Plan) 

FORD MOTORS, MI 401K Plan  
90 cents per dollar on the first 5% of 

an employee's contribution 
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GENERAL MOTORS, MI 401k Plan  4% Employer match  

UNIVERSITY OF MICHIGAN – ANN 
ARBOR, MI 

403b Plan  
457b Plan 

10% Employer match for both plans 

CLEARY UNIVERSITY, MI  403b Plan 5% Employer match  

MICHIGAN DEPARTMENT OF HEALTH & 
HUMAN SERVICES, MI 

401k Plan  N/A 

Source: MGT Custom Market Survey, 2022. 

 

The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-29.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organization, which offers an unlimited number of sick days. For the responding organization, 
after 3 consecutive sick days, the employee must present a doctor's note.  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 200 hours (ranging from 200 to 240 hours).  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 93 hours (ranging from 56 to 128 hours).  

- Livingston County offers a maximum of 8 hours for personal leave. Responding peers do not 
offer personal/other leave.  

 

EXHIBIT 3-29: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, 
MI 

6 days per year / 48 
hours  

22 days per year / 
176 hours  

13 days per year / 
104 hours  1 day / 8 hours  

FORD MOTORS, MI N/A 25 days / 200 hours  12 days / 96 hours  N/A 

GENERAL MOTORS, MI Unlimited  30 days / 240 hours  16 days / 128 hours   N/A 

UNIVERSITY OF 
MICHIGAN – ANN 
ARBOR, MI  

N/A N/A 7 days / 56 hours  N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable.  
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In addition to health coverage, dental, vision, and retirement plans, the responding organizations also 
provided information about the other benefits offered to their employees, as shown in Exhibit 3-30. Most 
of the responding organizations offer similar additional benefits as Livingston County, including Life 
Insurance, Disability Insurance, Employee Assistance Programs, Education/Tuition Assistance, and Health 
Savings Accounts. 
 

EXHIBIT 3-30: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
BENEFIT 
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Life 
Insurance 

Y Y Y Y  Y Y Y Y Y 

Critical 
Illness 
Insurance 

Y          

Accident 
Insurance 

Y Y        Y 

Cancer 
Insurance 

Y          

Disability 
Insurance 

Y Y Y Y Y Y Y Y Y  

Sick Leave 
Bank 

Y          

Flex 
Spending 
Account 

Y  Y        

Health 
Savings 
Account 

Y  Y Y  Y Y Y Y Y 

EAP Y Y Y Y Y     Y 

Education 
Assistance 
/ Tuition 
Reimburse
ment 
Program 

Y Y Y  Y      

Pet 
Insurance 

Y          

Legal    Y       

Sabbatical           

Cell/Allowa
nce 

          

Dependent 
Care 
Allowance 

Y Y Y        

Vehicle 
Allowance 

 Y Y      Y  

Wellness/F
itness 

Y Y Y  Y    Y  

Source: MGT Custom Market Survey, 2022. Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices. Surveyed organizations did not provide information on policies regarding 
employees and longevity, nor did they provide information on whether their pay plans receive regularly 
Cost-of-Living Adjustments, and if so, how the COLA Policy is applied.  
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The summary below provides a list of the findings from this benefits comparative review and a list of 
recommendations and considerations for Livingston County.  

 
Findings: 
 

• Overall, Livingston County offers a comparable benefits percentage to total compensation (34.0 
percent) compared to other peers’ benefits percentages. The peer average for county 
organizations is 37.83 percent, 20.0 percent for townships, 45.0 percent for school districts; the 
percentage is unknown for other organizations surveyed. Core county peer benefits values 
ranged from 36.50 percent to 40.0 percent at the time the survey was conducted. The overall 
peer average of all organizations surveyed was 35.70 percent, compared to Livingston County at 
34.0 percent, a difference of 1.70 percent. 

• Livingston County provides its dental insurance as a voluntary benefit, with zero percent paid by 
Livingston County.  

o Of the county organizations surveyed, nine counties offer dental insurance as a 
voluntary benefit and one county offers dental as a contributory benefit; the percentage 
paid by the employer varies from 5 percent to 100 percent.  

o Of the townships surveyed, one offers dental insurance as a voluntary benefit.  
o Of the school districts surveyed, six districts offer dental insurance as a benefit.  
o Of the other organizations surveyed, nine organizations offer dental insurance as a 

benefit. 

• Livingston County offers vision benefits for employees.  
o Of the county organizations surveyed, eight counties offer vision insurance, six as a 

voluntary benefit, one as a contributory benefit, and one the provision type is unknown. 
Of the one county that offers vision as a contributory benefit the percentage paid by the 
employer is 80 percent.  

o Of the townships surveyed, one offers vision insurance as a voluntary benefit.  
o Of the school districts surveyed, six districts offer vision insurance as a benefit.  
o Of the other organizations surveyed, nine organizations offer vision insurance as a 

benefit. 

• Livingston County offers a MERS Defined Contribution Plan, for employees hired after 1/1/2022, 
in which the county offers an 8 percent match. The County also offers a MERS Hybrid Plan, for 
employees hired between 7/6/2009 and 1/1/2022, in which the County offers a match of 3 
percent match.  

o Of the responding county organizations surveyed, most offer a MERS Defined 
Contribution Plan with an employer match that varies by bargaining unit status.  

o Of the responding townships surveyed, two offer a Defined Contribution Plan with an 
employer contribution; the amount varies.  

o Of the responding school districts surveyed, most offer a 403b plan, with employer 
matches that vary. 

o Of the responding other organizations surveyed, three organizations offer a 401k Plan, 
with an average employer match of 4 percent, ranging from 4 percent to 5 percent. Two 
organizations offer 403b plans, with an average employer match of 5 percent, ranging 
from 5 percent to 10 percent.  
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• Livingston County offers comparable paid leave to the responding peer organizations and is one 
of the leaders in sick and vacation leave offered to employees.  

• Most of the responding organizations offer similar additional benefits as Livingston County, 
including Life Insurance, Short-Term and Long-Term Disability, Employee Assistance Programs, 
Health Savings Accounts, and wellness benefits. Livingston County offers unique benefits to its 
peer organizations, including pet insurance. 

 
Considerations:  
 
Below are a few considerations for strengthening the County’s current benefits offerings, if desired. 
 

• Consider offering additional leave, which may include days for bereavement.  

 
• Offering employees year-round benefits and education opportunities outside of the open 

enrollment period to ensure employees are taking full advantage of the County’s benefits 
offerings, particularly for new or younger employees and for soon-to-be parents. This also offers 
the County the opportunity to regularly communicate the value of its benefits program to 
employees and encourage retention of current talent.  

 
• Consider offering flexible work options to employees in positions that are able to operate from a 

virtual workspace. This may include flexible scheduling for working hours, working remotely, or 
working in a hybrid arrangement in which an employee works from home and in the office on 
certain workdays. Remote work policies can be beneficial to both employer and employee. 
Employers can save on operations costs (office space, utilities, etc.), expand their talent 
recruitment pool for applicable positions, and see increases in productivity from employees, 
who save on the costs and time of commuting, experience increased work-life balance, and can 
experience fewer disruptions during the workday.  
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CHAPTER 4. ADMINISTRATION AND MAINTENANCE 

Compensation systems should be adjusted annually to address the market competitiveness of current 
salaries and pay ranges. Pay plan maintenance and related salary adjustments should be guided by market 
changes and be applied consistently throughout the compensation system, adjusting all salary ranges. 

MGT recommends that compensation strategies of all organizations include provisions for both internal 
equity and external competitiveness. Internal equity, or the comparison of positions within an organization 
to ensure fair pay, is essential for both the maintenance of a sense of fairness and the morale of current 
employees. External competitiveness, or when the pay that workers in one organization receive is like that 
of other workers doing a similar job in other organizations, through annual compensation system 
improvements is essential for the organization to be able to retain current staff and recruit the most 
qualified new hires available. Both current employees and potential new hire recruits should be made aware 
of the salary, insurance benefits, paid leave provisions, and other benefits offered that constitute each 
employee’s total compensation package. In addition, a systematic process for initial placement and 
advancement through salary increases in a classification’s assigned pay grade according to established salary 
and compensation policies and procedures should be implemented and consistently maintained. 

This chapter identifies standard best practices in salary administration and maintenance. 
 

4.1 IMPLEMENTATION STRATEGIES 
 

Plan Implementation 

The financial disposition, current salary levels, and other variables unique to an organization must be 
considered when implementing adjustments to salary structures. These factors, among others, should be 
reviewed in conjunction with the recommendations proposed in this report before any final implementation 
plan is considered and set into motion. 

Pay schedules must provide for employee advancement through salary increases. Regardless of an 
organization's philosophy concerning advancement opportunities by way of promotions afforded to 
employees, it is essential that movements in the economy — and, more specifically, the labor market in 
which the organization competes — are addressed through salary increases and that career ladders are 
developed (i.e., the progression from entry-level positions to higher levels of pay, skill, responsibility, and/or 
authority). Salary administration procedures should be based upon organizational funding levels and 
philosophies of pay. Although MGT cannot dictate a philosophy, it is recommended that a balance be 
achieved between compensation of individual employees and potential compensation to encourage 
recruitment and retention. 

Work and Education Evaluations 

Employee work history and education should be formally reviewed at least once each year on or before an 
employee’s start date anniversary. The focus of the review is to review the employee’s work history, 
education, review standards for the position, and if applicable, communicate the amount of the employee’s 
pay increase. Years of experience for candidates must be documented prior to the final determination of 
salary credit, if granted by organizational policy. Newly hired employees should have their work history and 
education reviewed and factored into their salary offer. Work history and education should be documented 
for all employees in the appropriate Human Resource Information System (HRIS). 
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If an employee chooses to pursue a higher-level education, it is the responsibility of the employee to obtain 
the approval of their supervisor in order to schedule classes in a manner that does not disrupt the 
employee’s work and departmental schedule. Time spent in classes or doing other required classwork shall 
not be considered part of the employee’s scheduled work time. Should an employee complete a higher-level 
education; Bachelor’s, Master’s, or Doctoral, their supervisor and Human Resources should be informed. In 
the event of an employee receiving an eligible degree, a review of compensation must be initiated by 
Human Resources. Requests should be submitted to the Human Resource Department within a considerable 
timeframe as policy dictates. Human Resources will review the request, obtaining additional job information 
as needed. Additional information may be obtained by interviewing the employee(s), and/or by analyzing 
external job market information. Human Resources will evaluate the job placement in the pay structure and 
prepare a written recommendation for pay grade assignment. 

Initial Assignments 

When employees are initially assigned to their new salary plan and grade/step assignment, they should be 
assigned to a salary amount on the new schedule that is equal to or greater than their current salary as 
market and longevity in their position dictate. The following guidelines may be used for determining 
employee salary: 

▪ For employees whose current salary is below the minimum of their assigned pay grade, the 
recommended salary level would be the minimum of the pay grade, adjusting for level of service once 
brought to the minimum. 
 

▪ If an employee’s present salary level exceeds the maximum of the new assigned pay grade, the 
current salary should be frozen at the current level, unless organizational policy dictates otherwise. 
The employee would be ineligible for any base salary increases until the pay grade range is adjusted or 
expanded to allow for movement. 
 

▪ All other employees should be assigned a salary amount in their pay range as appropriate relative to 
the organization’s longevity policy. Employees assigned to a pay plan that did not receive a 
recommendation for a market adjustment will maintain their present salary amounts. Employees 
assigned to a pay plan that received a recommendation for a market adjustment should be adjusted to 
the increased salary amount as appropriate. 

 
 
 

4.2 STANDARD SALARY MAINTENANCE PRACTICES 
 

Minimum Wage Adjustments 

Presently, the Michigan minimum wage is $9.87 effective January 1, 2022. Presently, the federal minimum 
wage is $7.25/hour, effective July 24th, 2009, for covered non-exempt employees under the Fair Labor 
Standards Act (FLSA). The Raise the Wage Act, first introduced in Congress in 2017, and again in 2019 and 
2021, are the latest efforts on the federal level for increasing the federal minimum wage. The latest 2021 
bill, introduced in January 2021, proposed to gradually increase the federal minimum wage from $7.25/hour 
to $15/hour, effective January 1st, 2025, as shown in Exhibit 4-1.  
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EXHIBIT 4-1: RAISE THE WAGE ACT, 
ANNUAL MINIMUM WAGE INCREASES 

 

Source: H.R.582 - Raise the Wage Act, U.S. Congress website. 

 
The multi-year gradual adjustments as part of the Act provide organizations with guidelines and the time 
needed to adapt to the increased minimum wage instead of implementing the entire increase all at once. In 
addition to the federal minimum wage, organizations should also ensure compliance with state minimum 
wage laws for all states in which the organization operates. The Society for Human Resource Management 
(SHRM) and WorldAtWork (WaW) Total Rewards Association provide human resources professionals with 
industry-standard guidelines by which organizations may utilize in organizing an approach for implementing 
minimum wage adjustments. When considering minimum wage adjustments, whether at the federal and/or 
state level, organizations are strongly encouraged to vet multiple options for applying these adjustments 
both consistently and fairly to existing salary structures while making allowances for budgetary and 
workforce impacts and constraints. Organizations must keep pace with these mandated annual adjustments 
and ensure the funds to do so are available. In addition to fiscal forecasting, organizations are seeking ways 
in which they can increase or free funds and reduce costs without reducing workforce, increasing prices, or 
negatively affecting or limiting services. Organizations can review processes to identify areas in which they 
can operate more efficiently and free funds, such as through automation or providing employees with 
training focused on increasing productivity.  

Modeling the structural and financial impacts of various approaches for wage shifts to an existing salary 
structure, as well as for those organizations without a formal pay structure, is critical to the success of any 
wage increase and to understand the ripple effects of making the adjustment, which will vary by 
organization. When adjusting pay plans for minimum wage increases, organizations should first identify 
which positions (and employees) would need adjustments, which includes those falling under the minimum 
wage and at the minimum wage rate. Any adjustments to minimum wage within pay structures should also 
account for and correct any potential areas of compression between pay grades as well as within job 
families. If increasing to the minimum wage causes a position to be too close to, align with, or surpass a 
position higher in its job family hierarchy or its supervisor, the job family must be adjusted. Minimum wage 
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adjustments may impact a pay structure in part or in its entirety depending on the space and flexibility of 
the pay grades and spread within the pay ranges to accommodate implementing these changes. For 
example, organizations with wide pay range spreads between minimum and maximum salaries may choose 
to adjust the minimum salaries upward, revise placement of the midpoint salaries, and maintain current 
maximums salaries in lieu of adjusting the entire pay range. However, it is important to ensure that 
adequate room within pay ranges is maintained for supporting advancement and movement along the pay 
line.  

As with any changes to pay structures, organizations should clearly communicate the nature of pay 
adjustments to their employees and distinguish the difference between minimum wage adjustments, 
market adjustments, and pay increases related to performance. Organizations should issue notifications to 
individual employees explaining the adopted wage adjustments, implementation plan and timeline, and the 
impact on the employee’s own salary and pay range.  

New Hires and Hiring at or Above Minimum Rate 

Best practices recommend that employers hire new employees at the minimum of their assigned pay grade 
range. The pay grade and salary allocated to a classification should consider the necessary experience and 
qualifications to perform the position’s duties. Exceptions to the minimum rule may be made if the 
individual’s years of experience or qualifications/certifications exceed the minimum required, and/or if there 
is difficulty in recruiting qualified candidates. It is not unusual for organizations to hire candidates at or 
above the market rate in order to fill highly competitive positions; many organizations set a hiring range for 
this purpose. Extraordinary hiring criteria or circumstances may include the following: 

▪ If the applicant, when hired, will contribute to the work of the organization significantly beyond what 
other applicants for the position would contribute, such as offering advanced skill or knowledge from 
certifications or trainings, or from network connections that may bolster the organization. 
 

▪ If the applicant exhibits extraordinary qualifications that provide expertise in a particular area desired 
by the organization. This expertise significantly exceeds the normal requirements of similar classes in 
the pay grade. 
 

▪ If there is documented recruitment difficulty in filling the position over a longer than normal 
recruitment period. 

 
In addition to the candidate’s qualifications and competitiveness of the recruitment market, other factors 
that should be considered relative to determining an appropriate starting salary include comparable internal 
salaries and/or positions (internal equity), the turnover history of the classification, and the salary 
expectations of the potential employee. Salary assignments should be determined according to established 
rules for both the initial placement of new hires and for the annual review and/or advancement through 
promotions of current employees. For example, organizations may set a 5% or 10% increase to the hiring 
rate to acknowledge a new hire’s degree level or additional years of experience over the minimum 
qualifications. The supervisor or department head must submit written justification to Human Resources for 
making the recommendation to hire at a higher salary amount than the pay grade’s minimum rate. 

All new hires should meet the minimum qualifications listed for their classification. If there is difficulty with 
recruiting or identifying suitably qualified candidates for a position, an acting, temporary, or interim 
assignment for the best qualified current employee available may be utilized. The department head must 
submit written justification to Human Resources for making this recommendation, and the salary 
assignment should be adjusted accordingly. 
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Salary Advancement 

Salary advancement within a pay grade is commonly based upon longevity and/or merit. Merit pay rewards 
an employee’s performance while longevity pay can reward an employee’s length of service. A merit policy 
and related salary advancement is determined by annual performance evaluations. If an employee achieves 
a “satisfactory” or higher rating, the employee should be considered for a salary increase or bonus based 
upon approved standards. Salary advancement should be considered at least on an annual basis in 
alignment with an employee’s performance evaluation and follow established Human Resources policies 
and procedures. Longevity pay is a useful tool for encouraging retention at an organization. Salary 
advancement according to an organization’s longevity policy can be implemented regardless of an 
employee’s performance evaluation rating.  

Promotion 

A promotion is defined as an assignment to a higher-level position with increased responsibilities and job 
duties for which the candidate is qualified. All job vacancies should be posted according to approved policies 
and procedures, and the most qualified candidates should be selected. Promotions may be either inter- or 
intra-departmental, within a job family, or to a position outside the employee’s current career ladder. 
Commonly, if an employee’s salary does not increase by at least 5 percent with the new responsibilities, the 
employee’s move to the new position would be considered a reassignment or transfer instead of a 
promotion (also see Reassignments / Transfers). Promotions must be approved by the affected department 
head(s) and Human Resources, and in every case should involve an increase in duties and responsibilities 
and should not be made merely for affecting an increase in compensation. 

A promoted employee should receive a salary increase to at least the minimum rate of the salary grade of 
the promoted position. If the employee’s salary is above the minimum established for the pay grade to 
which the employee was promoted, the salary may be increased to the salary level for that pay grade 
according to the employee’s longevity and performance per current organizational policies and should not 
be equal to or lower than the employee’s current salary. Salary determinations should also take into 
consideration market conditions for the given classification as well as budget constraints. 

Demotion 

A demotion is the assignment of an employee to a position in a lower classification, with a lower maximum 
salary, than the classification from which the employee was previously assigned. Demotion is normally due 
to the removal of higher-level duties and responsibilities, organizational restructuring, or the inability of the 
employee to assume or perform duties of the position. A supervisor may recommend the demotion of an 
employee. Approval to demote an employee should be dictated by personnel rules, and the 
recommendation for a demotion should be made in writing, citing the reasons. 

The following guidelines may be referenced for determining salary for demoted employees: 

▪ If an employee’s salary is above the maximum established for the pay grade being entered, the salary 
may be decreased to, at most, the maximum of the new position. 
 

▪ Since a demotion involves a decrease in duties and responsibilities, if the existing salary is below the 
maximum of the lower classification, a decreased salary of at least five percent, per best practice, 
below the current salary is appropriate and necessary to fulfill the cause for the demotion. 
 

▪ Employees receiving demotions at their own request or due to inability to perform the work because 
of health or other reasons should be adjusted to a lower job classification, if possible. When a 
demotion of this nature occurs, the employee’s pay should be reduced. 
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▪ In no case should a demoted employee’s salary exceed the maximum rate of the lower pay grade. 

 
Supplemental/Incentive Pay 

Supplemental, or incentive, pay is usually given to employees who hold certifications not required for their 
position, for undesirable work hours or shifts, as hazard pay, or when employees are assigned duties that 
demand a considerable number of hours outside their normal duties. Supplemental pay may be given in 
cases of temporary work assignments or for additional duties that do not fall under another classification 
and that significantly increase the employee’s workload by 50% on average, per industry standards. 

Supplemental pay is often given to employees who are assigned to special projects or in which the 
responsibilities and duties of a position expand but do not alter the minimum qualifications or nature of the 
position’s work, in which case would merit a review for possible reclassification, such as in instances in 
which the additional duties are not short-term or temporary. Supplemental pay rates vary across 
organizations and are typically tailored to an organization’s specific needs and financial flexibility. The 
method of supplemental pay chosen by an organization should take into consideration the number of 
employees eligible for supplemental pay and available funding for the supplemental pay program. 

Typically, supplemental pay schedule(s) adopt one of the following methods: 

▪ Flat rate for the specific assigned task(s) or certification(s) (determined by the organization) 
▪ Percentage of employee’s base or actual salary 

 
A flat rate method for determining supplemental pay often is preferable to using the percentage of an 
employee’s base or actual salary as it allows for more labor cost control and easier budget planning and 
projecting. In addition to budget considerations, organizations also design their supplemental pay policy 
based on the market competitiveness of the classification(s) in question and/or the necessity or value of the 
certification(s) to the organization. 

Supplemental pay is generally issued for the duration of the additional assignment or for the life of the 
certificate held by certified employees. Some organizations design their flat-rate supplemental pay systems 
into grades to provide supplemental pay based on an employee’s years of service. Any supplemental pay 
policy and/or schedule should be reviewed and approved on an annual basis. 

Reassignments / Transfers 

A reassignment or transfer is the non-competitive movement of an employee from their current position to 
another position within an organization for non-disciplinary reasons without demotion or promotion. 
Reassignments can be voluntary or involuntary (initiated by the employee versus by the organization or 
department). 

▪ Voluntary reassignment, or transfer, involves moving an employee laterally from their current position 
to a position at the same classification level in either the same or another department. An employee 
may request a transfer to another position for a variety of reasons, such as to enter a different career 
ladder, join a different department or area of focus, or to pursue a new work-life balance (e.g., 
transferring to a position requiring less travel). 

− Employees voluntarily reassigned to a position in the same pay grade should have their salaries 
maintained at the current level with no increase or decrease. 
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− Employees voluntarily reassigned to a position in a different pay grade should be adjusted to the 
salary rate in the new position’s grade that follows organizational policy for moving employees 
along their position’s respective pay grade per longevity and merit policies. 

An employee may submit a written request for consideration for a voluntary reassignment to another 
department or position in the organization for which they are qualified if a position is vacant or there 
is a need. Final approval should be obtained from the department head and Human Resources, 
according to established policies and procedures. 

▪ Involuntary reassignment refers to a reassignment initiated by an agency against an employee's will 
and without the employee's consent for reasons other than for causes of misconduct, delinquency, or 
inefficiency. There are a variety of reasons for involuntary reassignments that include, but are not 
limited to, the good of the employee, the best interests of the organization, and/or other defensible 
actions based on the judgment of its leaders. 

 
− An involuntary reassignment for the good of the employee might involve an individual who is no 

longer physically capable of performing their duties and requires a reasonable accommodation, 
such as reassigning the employee to a less strenuous position. 

− An involuntary reassignment serving the best interest of the employer is normally initiated by 
the employer rather than the individual, such as filling urgent vacancies or assigning an 
employee with desired skills to another position or department where the employee is needed. 
Reassignments that serve the best interest of the employer can be permanent, but they can also 
be temporary to address a short-term challenge, in which an “interim” or “acting” status may be 
applied to the position held by the employee. 
 

Involuntary reassignments in which the employee is reassigned to a position in the same pay grade 
should have their salaries maintained at the current level with no increase or decrease. If the 
employee is reassigned to a position in a different pay grade, the employee’s salary should be 
adjusted according to the position’s pay grade range and be adjusted per the organization’s longevity 
and merit policies. 

Reassignments Under Reduction-in-Force 

Employers often allow reassignments after initiating a reduction-in-force, in which employees are offered 
reassignment to a different vacant position instead of being laid off or furloughed. 

Reassignments in which the employee is reassigned to a position in the same pay grade should have their 
salaries maintained at the current level with no increase or decrease. If the employee is reassigned to a 
position in which the position is in a different pay grade, the employee’s salary should be adjusted according 
to the given position’s pay grade and organizational policy. 

Classification Creation and Reclassification 

Organizations treat the development of new classifications and reclassifications in several ways. 
Classification creation or reclassification can take place when the work performed changes substantially 
over time, when new technology is introduced, or the mission of an organizational unit is modified in 
response to changing legislation or changing service demands. The need for a new or revised classification 
can also occur when organizational demands or job duties change through design or evolution. 
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Classification creation and reclassifications are generally initiated through the Office of Human Resources 
but may also be initiated at the request of an individual or their supervisor. If an individual or supervisor 
initiates a request for creation or reclassification, it is usually accompanied by written supporting 
documentation. Reclassification should also consider other positions within the overall classification system 
and should not be determined independently of these positions and without consideration to the 
department and organizational hierarchy. 

When a reclassification or new classification request is received or initiated by the Office of Human 
Resources, a Job Content Questionnaire (JCQ), or other authorized survey document to understand an 
employee’s job duties and requirements, should be completed by the supervisor and/or all incumbents 
holding the same job title, as applicable. Key questions concerning the job should be answered to assist in 
determining the proper level within the overall pay and classification system. For reclassifications, the 
position audit results should be compared to the current position description for the various classification 
levels to determine the correct classification assignment. 

If it is determined that a creation or reclassification is justified, the Office of Human Resources should 
approve and authorize the change. Current employees in reclassified positions should either maintain their 
current salary or be adjusted to a salary in the assigned pay grade for the reclassified position per 
organizational policy. Reclassification is not considered the same as a demotion, and therefore, an 
employee’s salary should either be maintained at its present level or increased according to the reclassified 
position’s pay grade and organizational policy for moving employees along the pay line of their pay grade. If 
the reclassified position’s pay grade indicates a lower salary, the current employee’s salary should be 
maintained and adjusted over time per organizational policy and not be reduced due to reclassification. This 
may mean that the employee’s salary is temporarily frozen at its present level until movement in the 
assigned pay grade is allowed per an organization’s longevity and merit policies. 

Job Analysis 

A job analysis is a thorough review of the key elements of a job to determine the activities and 
responsibilities of a job, the relative importance to other jobs, the qualifications necessary for the 
performance of the job, and the conditions under which the work is performed. An important concept in job 
analysis is that the job, not the person doing the job, is assessed, even though some job analysis data may 
be collected from incumbents.  
 
A job analysis does not include: 

▪ A review of an employee’s performance 

▪ How well tasks are performed 

▪ How much work is performed 

▪ When an employee is eligible for a promotion 

▪ A salary reduction 

 
A job analysis commonly includes the following process steps: 

▪ Data collection 

▪ Verify job data 

▪ Verify classification/title 

▪ Collect market data 

▪ Verify market comparisons 

▪ Draft/edit job descriptions 
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Job data are often collected through questionnaires/surveys, direct observation, interviews, job shadowing, 
and work time studies (logs). The most effective technique when collecting information for a job analysis is 
to obtain information through questionnaires/surveys, and/or interviews with incumbents and leadership. 
The information collected from the questionnaire is reviewed to make distinctions about job duties, roles, 
and responsibilities to determine if positions are accurately titled, FLSA designation, and to inform pay 
analyses and adjustments, if any. The average market salary is an indication of the market rate for a job, not 
what the employee should be paid. Employee pay is also governed by an organization’s internal policies for 
progression within a pay plan, such as for longevity and/or merit.  

Some Human Resource departments use the information collected in the job analysis to assist them in other 
areas of Human Capital. These include: 

 

An annual review of job descriptions during employee performance review period(s) can help ensure 
accurately and up to date job descriptions and the maintenance of appropriate job classifications and 
exemptions.  

Administration and Maintenance of the Plan 

Salary systems should be adjusted annually, or at least biennially if annually is not feasible, based on the 
Consumer Price Index (CPI) and appropriate market data sources to maintain market competitiveness and 
adjust for inflation and changing recruitment markets. The guidelines outlined in this chapter may be utilized 
for salary maintenance and administration of the proposed salary schedule. These guidelines should be 
applied according to base pay salary, not including additional pay received as bonuses, supplements, or pay 
for additional assignments. In all cases in which a computed salary is greater than the top pay within the 
new pay grade, the salary may be frozen at the maximum salary until subsequent adjustments are made to 
the salary schedule that would allow increases, or as dictated by internal policy regarding employees who 
reach the maximum of their assigned pay grades.  

 

Job Analysis

Workforce 
Planning

Performance 
Management

Recruitment 
and Selection

Career and 
Succession 
Planning

Training and 
Development

Compensation 
Administration

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

APPENDIX A:    

CUSTOM MARKET SURVEY  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-1 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-2 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-3 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-4 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-5 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-6 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-7 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-8 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

A-9 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A-10 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

APPENDIX B:    

CUSTOM MARKET SURVEY RESULTS  
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MANAGEMENT ISSUES PAPER (MIP) 
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APPENDIX D:    

JOB CONTENT QUESTIONNAIRE (JCQ) 
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PRE-STUDY PAY PLAN  
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APPENDIX F:    

PROPOSED PAY PLAN 
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APPENDIX G:    

GRADE ORDER LIST: PAY PLAN POSITIONS,  
ELECTED OFFICIALS,  
NON-PAY PLAN POSITIONS 
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Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

101 34,000.00$     36,070.60$             43,070.18$     Airport Worker 

Custodian

102 36,380.00$     38,595.54$             46,085.10$     Central Records Specialist 

Driver (Non-CDL)

FOIA Specialist

Kennel Assistant

Lead Custodian 

Office Assistant 

WIC Peer Counselor 

103 39,108.50$     41,490.21$             49,541.48$     Animal Shelter Assistant 

Administrative Aide - Animal Services 

Administrative Aide I

Administrative Aide- Prosecuting Attorney 

Building Maintenance Mechanic Assistant 

Community Health Worker

Deputy Circuit Court Clerk - County Clerk Legal Division

Deputy Register of Deeds

Dispatcher/Driver LETS

Driver (CDL)

Hearing and Vision Technician

Porter/Driver

Program Clerk II - Health 

104 42,041.64$     44,601.97$             53,257.09$     Billing Specialist 

Administrative Aide-Warrant Clerk

Communicable Disease Clerk

Court Services Unit Deputy

Deputy Court Clerk - County Clerk Legal Division

Drain Maintenance Worker II 

FOIA Record Management Specialist 

Investigative Services Administrative Specialist 

Jail Billing Specialist

Jail Intake Specialist 

Lead Driver for Veterans Services 

Maintenance Coordinator

Maintenance Mechanic - Facility Services 

Senior Deputy Register of Deeds 

Senior Vital Records Clerk

SWAP Deputy 

Veterinary Technician  

Vital Records Clerk

105 45,194.76$     47,947.12$             57,251.37$     Accounting Specialist - Treasury 

Crime Analyst 

Administrative Specialist 

Administrative Specialist - 911

Administrative Specialist - Building Inspectors 

Administrative Specialist - Commissioners 

Administrative Specialist - Drain Commissioner

Administrative Specialist - Health 

Administrative Specialist - Prosecuting Attorney 

Administrative Specialist - Public Defender

Administrative Specialist / Administrative Assistant 

Court Security Officer

Data Analyst 

Drain Maintenance Worker III

Driver Trainer

Election Specialist / Deputy Clerk 

Hearing and Vision Coordinator

Human Resources Assistant 

Lead Billing Specialist/Program Clerk III - Health 

Lead Dispatcher 

Office Specialist

Property Room Officer

Swift and Sure Case Manager 

Tax Records Clerk 

Veteran Treatment Court Coordinator
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Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

106 48,584.37$     51,543.16$             61,545.22$     Accounts Payable Coordinator

Central Records Supervisor 

Division Supervisor Legal Division

Fleet Manager

Human Resources Specialist 

Lead Court Security Officer

Mechanic 

Senior Environmental Health Clerk

Senior Payroll Specialist 

Veterans Benefits Counselor- Claims I

Victims' Rights Coordinator 

107 53,442.80$     56,697.47$             67,699.75$     Accounting Bookkeeper II - Drain Commissioner 

Circuit Court Administrator Coordinator 

Drain/Soil Inspector

EMS Revenue Cycle Manager 

Juvenile Court Register

Office Manager - Drain Commissioner

Office Manager - Emergency Medical Services 

Office Manager - Treasurer

Wastewater Operator 

Appraiser 

Jail Education Teacher

Mobility Manager 

Office Manager 

Office Manager - Veteran Services 

Resource Coordinator for Adult Drug Court

Senior Deputy Circuit Court Clerk 

108 58,787.08$     62,367.22$             74,469.72$     Drain Inspector / Dam Operator 

Environmental Health Specialist I

Executive Assistant / Contract Administrator

GIS Technician & Addressing Official

Heavy Equipment Operator 

Help Desk Analyst 

Maintenance Supervisor

Office Manager/Deputy Clerk

Procurement Coordinator

Tax Records Specialist

Veterans Benefits Counselor- Claims III

Veterans Benefits Counselor- Relief III

Wastewater Technical Specialist

Law Clerk/Attorney Magistrate

Senior Appraiser 

Social Worker 

109 64,665.79$     68,603.94$             81,916.69$     Accounting Supervisor - Drain 

Accounting Supervisor - Treasury

Building Inspector/Plan Reviewer

CCAB Supervisor / Specialist 

Database Administrator

Education Instructor Coordinator

Elections Coordinator/Deputy Clerk

Electrical Inspector/Plan Reviewer

Emergency Medical Services Supervisor 

Engineering Surveyor

Environmental Health Specialist II

GIS Analyst

Health Promotion Specialist

Lead Investigator for Public Defender

Mechanical Inspector / Plan Reviewer

Operations Supervisor - 911

Plumbing Inspector/Plan Reviewer

Public Health Nurse

Quality Improvement Specialist - 911

Regional Planner for Emergency Management 

Wastewater Superintendent

Animal Shelter Director 

Benefits Specialist 

Education Supervisor

Executive Assistant/Office Manager-Sheriff

Operations Manager for Transportation Services 

Probate Register

Public Works Coordinator

G-2 
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Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

110 69,515.73$     73,749.24$             88,060.44$     Field Program Coordinator

Field Supervisor - Drain Commissioner

Food Program Coordinator

Inspection And Construction Manager

Lead Inspector / Plan Reviewer

Nutritionist/WIC Program Coordinator 

Public Safety Technology Specialist

Technology Specialist

Volunteer Coordinator/Emergency Preparedness Specialist

Chief Deputy Register of Deeds 

Communications Manager

Emergency Preparedness Coordinator

Financial Analyst

Financial Services Coordinator

Health Promotion Coordinator

Juvenile Services Supervisor

Principal Planner

QI/Education Specialist

Senior Accountant - Treasury

Specialty Courts and Programs Administrator

111 76,467.30$     81,124.16$             96,866.49$     Application Support Analyst

Conciliator

Deputy Building Official

Epidemiologist

Nurse Program Coordinator 

Security Administrator

Senior Database Administrator

Senior Public Safety Technology Administrator

Airport Manager 

Environmental Project Manager

Project Management Coordination Specialist

Project Manager - Emergency Medical Services 

Veterans Affairs Director 

112 81,820.01$     86,802.85$             103,647.14$   Assistant Prosecuting Attorney I

Assistant Public Defender I 

Chief Deputy Treasurer 

Court Financial Officer 

Deputy Director of Human Resources

Deputy Drain Commissioner

Deputy Facility Services Director 

Deputy Finance Officer 

Emergency Manager Coordinator

Enterprise Resource Planning Administrator 

Network Administrator

Operations Manager - 911

Public Health Nursing Supervisor

Research Attorney

113 87,956.51$     93,313.06$             111,420.68$   Assistant Prosecuting Attorney II

Assistant Public Defender II 

Attorney Magistrate 

Attorney/Referee - Juvenile

Attorney/Referee Friend of the Court

Chief Deputy County Clerk 

Chief Deputy Drain Commissioner

Circuit Court Administrator

Deputy Director 911

Deputy Director of Emergency Medical Services 

Deputy Director of Transportation Services 

District Court Administrator 

Facility Services Director 

Infrastructure Manager

Juvenile and Probate Court Administrator

Systems and Application Manager
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Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

114 96,752.16$     102,644.37$          122,562.75$   Assistant Prosecuting Attorney III

Assistant Public Defender III 

Building Department Director

Deputy Friend of the Court

Director of 911

Director of Emergency Medical Services 

Director of Environmental Health / Deputy Health Officer

Director of Personal & Preventive Health Services/Deputy Health Officer

Director of Transportation Services 

Planning Director 

Supervising Attorney

115 101,589.77$   107,776.59$          128,690.88$   Chief Assistant Public Defender

Equalization Director

Friend of the Court

Human Resources Labor Relations Director

Undersheriff

116 106,669.26$   113,165.42$          135,125.43$   Chief Assistant Prosecuting Attorney

Chief Information Officer 

Deputy County Administrator/Financial Officer

Health Officer 

Public Defender 

Grade

 Annual 

Minimum 

(Step 1)  

 Annual 

Maximum 

(Step 9)  

Recommended Revised Class Title

CADM 137,806.02$   174,568.54$   County Administrator 

G-4 

Title of Elected Official Annual Salary 

Commissioner 16,000.00$                                               

Board Chair 19,000.00$                                               

Vice Chair 17,000.00$                                               

Clerk 107,315.37$                                             

Drain Commissioner 117,446.67$                                             

Prosecutor 154,094.38$                                             

Register of Deeds 107,901.32$                                             

Sheriff 130,705.43$                                             

Treasurer 109,523.10$                                             

Non-Pay Plan Positions Annual Salary 

Juvenile Court Transporter 21,854.88$                                               

Veterinarian 69,165.89$                                               
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LIVINGSTON COUNTY BOARD OF COMMISSIONERS 

MEETING MINUTES 

 
January 30, 2023, 6:00 P.M. 
Board of Commissioners Meeting Location 
304 E. Grand River Ave., Board Chambers, Howell, Michigan 
Zoom Virtual Meeting ID: 399-700-0062 / Password: LCBOC  
https://us02web.zoom.us/j/3997000062 

 
Members Present: Douglas Helzerman, David Domas, Frank Sample, Wes Nakagiri, Jay Drick, 

Roger Deaton, Martin Smith, Nick Fiani, Jay Gross 
  

_____________________________________________________________________ 

 

1. Call Meeting to Order 

The meeting was called to order by Chairman Domas at 6:00 p.m. 

2. Moment of Prayer 

3. Pledge of Allegiance to the Flag 

All rose for the Pledge of Allegiance to the Flag of the United States of America. 

4. Roll Call 

Roll call by the Clerk indicated the presence of a quorum.  

5. Approval of Agenda 

Motion to approve the agenda as presented. 

It was moved by D. Helzerman 
Seconded by F. Sample 

Yes (9): D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, M. Smith, 
N. Fiani, and J. Gross; No (0): None; Absent (0): None 

MOTION Carried (9-0-0) 

6. Correspondence 

6.a Branch County 

Resolution #2023-01 Objecting to the Reclassification of the Prairie River 

Motion to receive and place on file the Correspondence. 

It was moved by J. Gross 
Seconded by M. Smith 

Yes (9): J. Gross, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, 
M. Smith, and N. Fiani; No (0): None; Absent (0): None 

MOTION Carried (9-0-0) 

7. Call to the Public 

Bruce Hundley, Genoa Township; Ron Staley, Brighton; Randie Clawson, Howell; Katy Michalski, 
Genoa Township; and Wes Nakagiri, Hartland Township. 
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8. Approval of Minutes 

8.a Meeting Minutes dated: January 17, 2023 

Motion to approve the Minutes as presented. 

It was moved by N. Fiani 
Seconded by D. Helzerman 

Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, 
M. Smith, and J. Gross; No (0): None; Absent (0): None 

MOTION Carried (9-0-0) 

8.b Closed Session Minutes dated: January 3, 2023 

8.c Closed Session Minutes dated: January 17, 2023 

Motion to approve the Minutes as amended to reflect members present instead of absent. 

It was moved by D. Helzerman 
Seconded by N. Fiani 

Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, 
M. Smith, and J. Gross; No (0): None; Absent (0): None 

MOTION Carried (9-0-0) 

9. Tabled Items from Previous Meetings 

None. 

10. Reports 

None. 

11. Resolutions for Consideration 

11.a 2023-01-013 

Resolution Authorizing Livingston County to Participate in the 2023 Statewide Tornado 
Drill - Emergency Management 

Motion to adopt the Resolution. 

It was moved by J. Drick 
Seconded by D. Helzerman 

  Discussion 

Yes (9): J. Drick, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, R. Deaton, M. Smith, 
N. Fiani, and J. Gross; No (0): None; Absent (0): None              MOTION Carried (9-0-0) 

12. Closed Session 

 Collective Bargaining Negotiations [MCL 15.268(c)] 

 Discuss Written Legal Opinion [MCL 15.268(h)] 

Motion to convene to Closed Session at 6:32 p.m. for the purpose of discussing collective 
bargaining negotiations [MCL 15.268 (c)] and a written legal opinion [MCL 15268(h)]. 

It was moved by N. Fiani 
Seconded by F. Sample 

Roll Call Vote: Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, 
R. Deaton, M. Smith, and J. Gross; No (0): None; Absent (0): None 

  MOTION Carried (9-0-0) 
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Motion to return to Open Session at 8:14 p.m. 

It was moved by N. Fiani 
Seconded by D. Domas 

Yes (5): N. Fiani, D. Domas, F. Sample, J. Drick, and R. Deaton; No (4): D. Helzerman,  
W. Nakagiri, M. Smith and J. Gross; Absent (0): None 

MOTION Carried (5-4-0) 

13. Resolutions for Consideration Continued 

13.a 2023-01-014 

Resolution 2023-01-14, Resolution Approving the Tentative Agreement for a Three (3) 
Year Agreement between the Livingston County Courts, the Livingston County Board of 
Commissioners, and the Michigan Association of Public Employees representing Court 
Employees. 

Motion to not take action on Resolution 2023-01-014 and allow the employer, the courts, 
to work out an agreement with their union personnel under Supreme Court Order 1998-5. 

It was moved by N. Fiani 
Seconded by D. Domas 

  Discussion 

Roll Call Vote: Yes (5): N. Fiani, D. Domas, F. Sample, J. Drick, and R. Deaton;   
No (4): D. Helzerman, W. Nakagiri, M. Smith, and J. Gross; Absent (0): None 

MOTION TO NOT TAKE ACTION Carried (5-4-0) 

Motion to convene to Closed Session at 8:19 p.m. for the purpose of Collective Bargaining 
Negotiations MCL 15.268(c) 

It was moved by N. Fiani 
Seconded by J. Drick 

Roll Call Vote: Yes (8): N. Fiani, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton,  
M. Smith, and J. Gross; No (1): D. Helzerman; Absent (0): None 

MOTION Carried (8-1-0) 

Motion to return to Open Session at 9:39 p.m. 

It was moved by N. Fiani 
Seconded by D. Domas 

Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, 
M. Smith, and J. Gross; No (0): None; Absent (0): None 

 

MOTION Carried (9-0-0) 

13.b 2023-01-015 

Resolution Approving the Tentative Agreement for a Three (3) Year Agreement between 
the Livingston County Sheriff Department, the Livingston County Board of 
Commissioners, and the Livingston County Deputy Sheriff’s Association Representing 
Deputies, Corrections Officers, and Detectives – Human Resources 

 Motion to adopt the Resolution 

It was moved by D. Helzerman 
Seconded by F. Sample 

                       MOVER AND SECOND SUPPORT WITHDRAWN 
                               Motion Not Considered  
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Motion to amend Resolution 2023-01-015, Resolution Approving the Tentative 
Agreement for a Three (3) Year Agreement between the Livingston County Sheriff 
Department, the Livingston County Board of Commissioners, and the Livingston County 
Deputy Sheriff’s Association Representing Deputies, Corrections Officers, and Detectives 
to add the following paragraph: 

THEREFORE BE IT RESOLVED that the Livingston County Board of Commissioners 
hereby approves the attached agreement asking the negotiation team for the Union and 
this County to make best efforts to re-open the discussion of abortion coverage for some 
sort of compensation. 

 It was moved by M. Smith 
Seconded by D. Helzerman 

Roll Call Vote: Yes (2): M. Smith and D. Helzerman; No (7): N. Fiani, D. Domas, 
F. Sample, W. Nakagiri, J. Drick, R. Deaton, and J. Gross; Absent (0): None 

          MOTION Failed (2-7-0) 

Motion to approve a compensation study for the Livingston County Courts that shall be 
completed prior to August 1, 2023. 

It was moved by N. Fiani 
Seconded by D. Domas 

MOTION WITHDRAWN     
           Motion Not Considered  

Motion to amend this evening’s agenda to include a resolution to approve a 
compensation study for the Livingston County Courts that shall be completed prior to 
August 1, 2023. 

It was moved by N. Fiani 
Seconded by D. Domas 

  Discussion 

Roll Call Vote: Yes (4): N. Fiani, D. Domas, F. Sample and R. Deaton; No (5): M. Smith,  
D. Helzerman, W. Nakagiri, J. Drick, and J. Gross; Absent (0): None 

               MOTION to AMEND Failed (4-5-0) 

Motion to reconsider Resolution 2023-01-14, Resolution Approving the Tentative 
Agreement for a Three (3) Year Agreement between the Livingston County Courts, the 
Livingston County Board of Commissioners, and the Michigan Association of Public 
Employees. 

It was moved by D. Helzerman 
Seconded by 

              NO SECOND 
             Motion was not Reconsidered  

14. Accounts Payable Reports 

14.a Claims dated: January 30, 2023 

14.b Payables dated: January 7 through January 20, 2023 

Motion to approve the Claims Report and Payables Report as presented. 

It was moved by N. Fiani 
Seconded by M. Smith 

Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, 
M. Smith, and J. Gross; No (0): None; Absent (0): None 

MOTION Carried (9-0-0) 
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Motion to convene to Closed Session at 10:05 p.m. for the purpose of written legal opinion [MCL 
15268(h)]. 

It was moved by N. Fiani 
Seconded by J. Gross 

 Discussion 

Roll Call Vote: Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick,  
R. Deaton, M. Smith, and J. Gross; No (0): None; Absent (0): None 

MOTION Carried (9-0-0) 

 
Motion to return to Open Session at 11:04 p.m. 

It was moved by N. Fiani 
Seconded by D. Domas 

Yes (9): N. Fiani, D. Helzerman, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, 
M. Smith, and J. Gross; No (0): None; Absent (0): None 

        MOTION Carried (9-0-0) 

15. Call to the Public 

 Doug Helzerman, Handy Township. 

16. Adjournment 

Motion to adjourn the meeting at 11:08 p.m.  

It was moved by J. Gross 
Seconded by N. Fiani 

Yes (8): J. Gross, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, M. Smith, N. Fiani;  
No (1): D. Helzerman; Absent (0): None 
 

MOTION Carried (8-1-0) 
 

 
 
 
__________________________________ 
Elizabeth Hundley Livingston County Clerk 
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CHAPTER 1. INTRODUCTION 

I.I  BACKGROUND  

Livingston County Courts contracted with MGT Consulting Group (MGT) to conduct a Classification and 
Compensation Study of the 39 classes and approximately 71 positions in the County’s Courts that are 
represented by Michigan Association of Public Employees/MAPE. The overall objective of the study was 
to strengthen Livingston’s compensation system to ensure that the system is accurate, equitable, and 
market competitive so the County continues to be positioned to attract and retain highly qualified 
employees. The recommendations provided in this report will assist Livingston County Courts with 
maintaining a competitive compensation system that will support the County in its goal to compensate 
its employees fairly and at market competitive rates to recruit and retain the best possible talent. 

To accomplish the County’s project goals, MGT’s study included:   

• A review of the Courts’ current salary schedule for the MAPE-represented employees, related 
policies, and job descriptions. 

 A review of the data gathered through MGT’s Management Issues Paper (MIP) survey from 
supervisors to identify concerns about job titles, pay, position levels, the accuracy of job 
descriptions, recruitment, retainment, and career pathways.  

 A review of the data gathered through MGT’s Job Content Questionnaire (JCQ) to confirm each 
job’s essential duties and responsibilities, minimum education and experience requirements, 
internal and external relationships, physical requirements, and working conditions. 

 An evaluation of each job classification to ensure accurate and industry-standard classifications 
and titles, FLSA compliance, and appropriate market benchmarking. 

 A review and comparison of pay data from comparable organizations (as approved by the 
Courts). 

 The development of an updated classification and salary plan based upon relevant market 
comparisons, and the assignment of positions to appropriate placement within the system.  

 A summary of cost estimates, policies, and strategies to implement the proposed compensation 
structure. 

We appreciate the cooperation of the Courts’ Project Officer, the team of court administrators, and all 
employees and supervisors who assisted in the development of job information for this study.  
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I.2 OVERVIEW OF REMAINING CHAPTERS  

 
This report contains four chapters, including this introduction. The remaining chapters include: 

• Chapter 2.0 – Approach and Methodology. This chapter presents a summary of MGT’s 
methodology for collecting data from employees and for conducting a market analysis for all 
included classifications. A description of each component is provided. 
 

• Chapter 3.0 – Results and Reports. This chapter provides information on the proposed 
compensation plan and a summary of the total cost to implement the model. 
 

• Chapter 4.0 – Administration and Maintenance Practices. This chapter presents best practice 
guidelines for administering and maintaining compensation systems to support future pay plan 
management decisions. 
 

Additional information related to this study may be found in the appendices of this report. 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

Livingston County Courts, MI 

Compensation and Classification Study  
P a g e  | 3 

 

 CHAPTER 2. APPROACH & METHODOLOGY 

2.I PROJECT ACTIVITIES  

MGT prepared the below methodological approach to address the specific issues, concerns, and 
objectives of Livingston County Courts. Although generally accepted procedures, methodologies, and 
formats were used to conduct the study and prepare deliverables, the content of all final products was 
specifically tailored to the circumstances and requirements of Livingston County Courts. The approach 
used for this engagement consisted of the following primary project activities:  

➢ TASK 1: CONDUCT INITIAL MEETING AND FINALIZE PROJECT WORK PLAN 
The objective of this task was to review the technical approach and strategies to be employed, to 
establish a mutually agreed upon project work plan, schedule, and team responsibilities, and to 
begin internal data collection. 

➢ TASK 2: DEVELOP AND IMPLEMENT A COMMUNICATIONS STRATEGY; HOLD ORIENTATION SESSION(S) 
The objective of this task was to understand each team member’s roles and responsibilities and to 
define the project teams’ communication lines and schedules. Additionally, the MGT project team 
developed communication materials and conducted orientation presentations as required.  

➢ TASK 3: REVIEW EXISTING CLASSIFICATION AND COMPENSATION SYSTEM  
The objective of this task was to work with the Livingston Project Officer and court administrators to 
review existing compensation documentation. MGT also analyzed job descriptions, existing career 
ladders, and policies, and noted potential issues to be resolved.  

➢ TASK 4: GATHER AND EVALUATE CURRENT ORGANIZATIONAL AND EMPLOYEE JOB DATA 
The objective of this task was to gather and evaluate employee job data by administering the MGT 
Management Issues Paper (MIP) survey to offer supervisors the opportunity to identify 
compensation and classification concerns relating to their own areas of responsibility. This task also 
included administering MGT’s Job Content Questionnaire (JCQ) to collect job data for analysis. This 
task included the review of collected data to prepare for benchmarking and developing 
recommendations. 

➢ TASK 5: IDENTIFY RELEVANT RECRUITMENT MARKET(S) 
The objective of this task was to identify market data sources and to verify the appropriate 
recruitment markets and competitor/comparable organizations for benchmarking and comparisons.  

➢ TASK 6: CONDUCT MARKET-BASED SALARY SURVEY AND BENCHMARK POSITIONS 
The objective of this task was to benchmark positions from the selected market data sources. The 
MGT team also conducted a Custom Market Salary for assessing pay.  
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➢ TASK 7: REVISE AND PREPARE JOB DESCRIPTIONS, AS NEEDED 

The purpose of this task was to review job description information and job data collected through 

MGT’s Job Content Questionnaire (JCQ) from employees to review and ensure positions are 

accurately classified and to update job descriptions as needed.  

 

➢ TASK 8: DEVELOP COMPENSATION AND CLASSIFICATION SYSTEM; PRESENT REPORT  
The objective of this task was to provide Livingston County Courts with a competitive classification 
and compensation system and provide guidance relative to policies and procedures for the 
maintenance and administration of the updated system. MGT provided Livingston with a study 
report, detailing methodology, market sources, recommendations, cost estimates and 
implementation strategies, and best practices for ongoing maintenance and administration. 

➢ TASK 9: DEVELOP IMPLEMENTATION STRATEGIES 
The objective of this task was to provide guidance and cost projections relative to the pay system 
recommendations and compensation policy for implementation and with phase-in options. 

➢ TASK 10: PROVIDE ONGOING ASSISTANCE 
The objective of this task is to provide consultation on the implementation and maintenance of the 
proposed system for 12 months following the completion of the study. 

The remaining sections of this chapter provide an overview of MGT’s key project activities. 

2.2 PROJECT INITIATION  

Upon agreement to proceed, MGT’s Project Team held a kick-off call with the Livingston Project Officer 
and study team to discuss the study’s objectives, timeline, and strengths and weaknesses of the current 
system. Discussions also focused on Livingston’s needs regarding the systems to be developed.  

During the kick-off meeting, MGT shared a Data Request Checklist with Livingston and requested that 
Livingston provide a database of employee names, position titles, class dates, current salaries, and other 
pertinent information for analysis. This information served as a directory of the positions to be analyzed. 
Livingston also provided MGT with copies of job descriptions, and other related policies and data. 

MGT provided Livingston with communications materials, including a Study Announcement template 
and Study FAQs document, to inform employees about the study. MGT maintained frequent contact 
with the Livingston Project Officer throughout the course of the study to ensure that the components of 
the classification and compensation system met the Courts’ needs and goals for compensation.  
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2.3 MARKET DATA SOURCES  

One of the key components of a salary study is the market review. Relevant recruitment markets were 
identified in collaboration with the Livingston Project Officers and used for benchmarking classifications. 
The market data sources analyzed in this study are shown in Exhibit 2-1. 
 

EXHIBIT 2-1: MARKET DATA SALARY SOURCES AND RECRUITMENT AREAS 

 Salary.com CompAnalyst Online Database, May 2023  
 

The following recruitment areas were reviewed for benchmarking classifications: 

• Michigan, Statewide  

• Lansing, Michigan 

• Ann Arbor, Michigan 
 

Within these recruitment markets, the following industry scopes were used during the analysis: 
• Government - All FTEs 

• All Industries - All FTEs 
• Government - $20-$50M Revenues  

• All Industries - $20-$50M Revenues 
 
Annual average salaries were referenced for the market review.  

 MGT Consulting Group Custom Market Salary, June 2023 
 

Livingston County identified peer/competitor organizations for MGT to survey for 
compensation information through MGT’s Custom Market Survey. An overview of this process 
is provided in Section 2.4. A copy of the Custom Market Survey findings is provided in 
Appendix I, and a copy of the Custom Market Survey Results is provided in Appendix B.  

Sources: Salary.com CompAnalyst database, 2023; MGT Consulting Group Custom Market Survey, 2023. 

 

2.4 DATA COLLECTION  

MANAGEMENT ISSUES PAPER (MIP)  

The court administrators for Livingston County were invited to participate in an online survey, the 
Management Issues Paper (MIP), to collect information about specific concerns related to the Courts’ 
current classification and compensation system (see survey sample at Appendix A). Survey participants 
identified concerns or issues with specific positions, including issues of recruitment, retention, salary 
grade/range, career advancement, and position title. The MIP survey was distributed via email; a total of 
23 MIP response submissions were received by MGT. The results from the MIP survey were provided to 
the Courts’ Project Officer in a supplemental report. 
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JOB CONTENT QUESTIONNAIRE (JCQ) 

MGT used a survey instrument called a Job Content Questionnaire (JCQ) (see sample at Appendix B) to 
collect data on job positions for analysis. All employees with positions included in the study were 
provided the opportunity to complete a JCQ.  

The data from the JCQ was used to determine the primary duties of each position, the 
required minimum education, experience, skills, and training for each position, and to compare jobs to 
the identified comparable markets. The JCQ collected job data on various factors, including:   

• Essential job duties   
• Knowledge, skills, and abilities  
• Function within the organization  
• Education required  
• Experience required  
• Work performed  
• Responsibility and leadership  
• Decision-making  
• Financial authority  
• Physical and dexterity requirements  
• Environmental hazards and working conditions  
• Sensory requirements  

 
The JCQ was distributed to employees via e-mail in May 2023.  

CUSTOM MARKET SURVEY 
 
Livingston identified peer/competitor organizations that were surveyed for comparisons relative to their 
pay plans. 
 
Counties: 

Allegan County, MI  
Berrien County, MI 
Ingham County, MI 
Jackson County, MI 
Kalamazoo County, MI 
Monroe County, MI 
Muskegon County, MI  
Ottawa County, MI 
Saginaw County, MI 
St. Clair County, MI 
Washtenaw County, MI 

 

Other Organizations: 
Livingston Educational Service Agency (ESA) 
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State Court Administrative Office 
University of Michigan, Ann Arbor 
Michigan Department of Health and Human Services. 

 

The survey sought salary data available online from comparison organizations about their minimum, 
midpoint,  maximum and average salaries associated with the following positions on the current salary 
schedule: 

1. Account Clerk Central Services  
2. Account Clerk – District Court  
3. Caseworker – Friend of the Court 
4. Chief Account Clerk – District Court 
5. Chief Account Clerk – Friend of the Court 
6. Chief Probation Officer – District Court 
7. Child Support Specialist 
8. Circuit Court Administrative Secretary/Court Recorder 
9. Court Administrative Coordinator 
10. Court Clerk 
11. Court Recorder 
12. Deputy District Court Clerk/Office Technician 
13. Deputy District Court Clerk/Probation Secretary 
14. Deputy District Court Clerk 
15.  Deputy Juvenile Register/Court Recorder 
16. Deputy Probate Register 
17. District Court Coordinator 
18. District Court Lead Deputy Clerk 
19. Division Leader – District Court 
20. Friend of the Court Clerk 
21. Friend of the Court Lead Clerk 
22. Investigator – Friend of the Court 
23. Judicial Secretary/Assignment Clerk 
24. Judicial Secretary to Chief Judge/Scheduling Clerk 
25. Juvenile Probation Officer – Adoption Caseworker 
26. Lead Enforcement Caseworker  
27. Lead Investigator – Friend of the Court  
28. Lead Probation Officer – District Court  
29. Office Coordinator – Friend of the Court  
30. Probation Officer – District Court  
31. Probation Officer – Juvenile Court  
32. Referee Coordinator – Friend of the Court  
33. Reimbursements and Collections Clerk – Juvenile Court  
34. Secretary – Circuit Court  
35. Secretary – Friend of the Court 
36. Senior Probation Intake Officer – Juvenile Court  
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37. Support Enforcement Officer  
38. Trial Court Administrative Support / Court Recorder  

 
A copy of the Custom Market Survey results is provided in Appendix I.  

2.5 POSITION REVIEW AND PLAN DEVELOPMENT  

MGT conducted an extensive review of the Courts‘ positions relative to their job duties, qualifications, 
and responsibilities to determine any recommended position title updates or reclassifications. MGT also 
reviewed job descriptions/data and responses from the Management Issues Paper (MIP) survey to 
conduct the job review and to identify the appropriate recruitment markets and benchmark 
comparisons for determining any needed market adjustments and job updates.  
 
MGT did observe job classification data that needed to be addressed with development of new job 
classes to meet  needs for the Courts.   

a. One “Deputy Court Clerk” CT3 is being recommended for reclassification to a “District Court 
Senior Deputy Clerk” CT4 (new job classification).   

b. A “Court Clerk” CT3 was found to be performing duties better classified as “Court 
Clerk/Recorder Assistant” CT4 (new job classification).   

c. Two of the full-time “Judicial Secretary Assignment Clerks” have half their time serving as court 
recorders, so a title change has been recommended for those two positions: “Judicial 
Secretary/Court Recorder - District Court.”  

d. Three job classifications that have remained vacant and that the Courts do not intend to restaff 
are “Deputy District Court Clerk/Office Technician,” “Deputy District Court Clerk/Probation 
Secretary,” and “Lead Deputy Court Clerk - District Court.”  MGT recommends that these 
positions be removed from the classification plan and the salary schedules. This 
recommendation is reflected in Appendix F and Appendix G. 

e. Prior to this study, one position had been reclassified from “Deputy District Court 
Clerk/Probation Secretary” CT4 to “District Court Probation Coordinator” CT4 which was not 
reflected in the Grade Order list effective 01/01/2023. That omission has been corrected in 
Appendix F and Appendix G.   

 
Exhibit 2-2 provides an overview of MGT’s process for assessing the County’s positions, assessing 
market competitiveness, and developing pay plan recommendations. 
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EXHIBIT 2-2: OVERVIEW OF REVIEW PROCESSES

 
Source: MGT Consulting Group, 2022. 

Generally, market benchmarks in classification and compensation studies reflect the overall market 
annual average salary of incumbents in a classification. Dependent on market data availability, other 
market salaries may also be referenced, including the market range minimum, midpoint, and maximum 
salary rates. It should be noted that in any market comparison there are no mirror images for an 
organization, and position matches involve judgment in making comparisons. Through a detailed 
compilation and comprehensive review of the determined competitive markets, one can establish a 
general guide to assess market conditions. In reviewing the County’s positions, a considerable amount of 
data was generated to select appropriate competitive markets and position benchmarks to conduct 
comparisons.  

A copy of Livingston’s pre-study pay plan and grade order are provided in Appendix C for reference. 
Livingston’s pre-study pay plan was assessed for market competitiveness by using the benchmarks’ 
market salaries to determine if the pay plan’s structure was adequate to accommodate adjusting to 
market rates and allowing room for growth, or if a new system would need to be developed. Of 
particular concern has been the difficulty in recruiting and retaining qualified staff for the grade 3 clerk 
positions and how to best resolve the non-competitive pay rates of these three job classifications. As a 
result of this assessment, MGT developed an updated pay plan for the Courts both to better align the 
schedule as a whole with external pay data and to adjust specific job classifications appropriately to 
their respective markets and strengthen the County’s market competitiveness (see Exhibit 3.1 below 
and Appendix D for the proposed pay plan). Positions were assigned to pay grades per their market 
benchmarks and were reviewed and adjusted relative to recruiting needs, job family hierarchies, and 
supervisory lines, as necessary.  
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CHAPTER 3. RESULTS AND REPORTS 

3.I PROPOSED PLAN AND IMPLEMENTATION 

MGT maintained a single pay plan for the Courts’ MAPE-represented job classifications.  The schedule 
consists of 8 grades (numbered 3 through 10, reserving unused grade numbers 1 and 2 for any future 
schedule redesign) with each grade having seven steps. The plan has included a 10.51% increase at grade 3 to 
assist with the recruitment and retention of the clerk classifications by alignment of grade CT3 to match the 
rates of grade 3 of the County’s schedule for non-represented job classification.  Grade CT4 is set at 8% above 
current CT4 rates and grade CT5 at 6% above current grade rates to minimize compression at the first steps 
of the schedule.  Grades CT6 and CT7 increase by 5% each, grade 8 increases by 4%, and grades 9 and 10 
increase by 3% each to better align overall with market data.  

EXHIBIT 3-1: PROPOSED PAY PLAN  

 

Annual Rates (Does not include negotiated 2% COLA effective 1/1/2024) 

Grades Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

CT3 $40,289.60 $41,496.00 $42,744.00 $44,012.80 $45,344.00 $46,696.00 $48,089.60 

CT4 $42,324.42 $43,699.89 $45,075.37 $46,450.83 $47,826.08 $48,121.55 $50,577.03 

CT5 $44,655.36 $46,107.43 $47,558.64 $49,009.17 $50,461.70 $51,912.46 $53,363.65 

CT6 $47,551.79 $49,097.19 $50,642.81 $52,188.64 $53,733.82 $55,280.10 $56,825.28 

CT7 $51,117.53 $52,780.08 $54,441.44 $56,102.59 $57,763.30 $59,424.68 $61,087.13 

CT8 $55,663.19 $57,505.21 $59,315.38 $61,124.90 $62,935.06 $64,745.22 $66,554.74 

CT9 $62,054.18 $64,071.47 $66,087.90 $68,104.97 $70,121.39 $72,138.25 $74,154.46 

CT10 $69,811.46 $72,079.94 $74,348.42 $76,617.84 $78,886.55 $81,154.80 $83,424.70 

Hourly Rates (Does not include negotiated 2% COLA effective 1/1/2024) 

Grades Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

CT3 $19.37 $19.95 $20.55 $21.16 $21.80 $22.45 $23.12 

CT4 $20.35 $21.01 $21.67 $22.33 $22.99 $23.14 $24.32 

CT5 $21.47 $22.17 $22.86 $23.56 $24.26 $24.96 $25.66 

CT6 $22.86 $23.60 $24.35 $25.09 $25.83 $26.58 $27.32 

CT7 $24.58 $25.38 $26.17 $26.97 $27.77 $28.57 $29.37 

CT8 $26.76 $27.65 $28.52 $29.39 $30.26 $31.13 $32.00 

CT9 $29.83 $30.80 $31.77 $32.74 $33.71 $34.68 $35.65 

CT10 $33.56 $34.65 $35.74 $36.84 $37.93 $39.02 $40.11 

Source: MGT Consulting Group, 2023.     The pay plan is based on a 40-hour work week.      

 
MGT encourages the expeditious implementation of the proposed pay plan as the plan and grade assignment 
recommendations are based on the most current competitive market data available. MGT recommends that 
one of the following two phase-in priorities be established: 

1. Either implement all total adjustments as soon as possible under current timing cycles for Livingston 
County Courts; or 
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2. Initiate a 2-step phase in as indicated in Exhibit 3-2 below. 
 

3. All remaining adjustments should be completed based upon a set implementation schedule (and as 
budget allows) to avoid compression, maintain internal equity, and ensure classifications stay 
competitive with the market.  

 
Exhibit 3-2 summarizes the estimated fiscal impact of the proposed adjustments to the Courts pay plan for 
their represented job classifications. The total estimated fiscal cost of the proposed recommendations is 
$171,739. 
 

EXHIBIT 3-2: TOTAL ADJUSTMENT COST ESTIMATES  
 

 
 1-Year 

Implementation   2-Year Implementation    

 Current 
Payroll  

 Total Adjustment  
 Year 1 

Below Minimum  

 Year 2 
Remaining 

Adjustment for 
Time in Job  

 Percent 
Change in 

Payroll  

 Proposed 
Payroll  

$   3,393,076   $                    170,391   $                85,279   $                 91,144  5.02% $   3,563,467 

Source: MGT Consulting, 2023. 999t is recommended that employee salaries be either maintained at their current 
level or adjusted upward according to the proposed pay plan and policy recommendations provided in this 
report and that no employees’ salaries be reduced. The estimates provided in this report are based on the 
latest employee information provided to MGT by Livingston (received 08/28/2023). Any employee data 
changes occurring after this date should be accounted for in the implementation plan prior to taking effect. 

MGT has provided the following four study reports in the Appendices listed below that will assist Livingston 
with implementing the proposed pay plan recommendations: 

Grade Order Table Pre-Study – Appendix E this table is the current schedule and grade order of wage 
rates that became effective 1/1/2023.  It is a copy of the table on page 43 of the bargaining unit 
agreement with MAPE effective from 1/1/2023 to 12/31/2025.  

Grade Order List Transition Report - Appendix F  a transition table for tracking the recommended 
changes showing pre-study grade and step rates in strikeout font and study-proposed  rates in the row 
immediately below the struck-out pre-study rate.  Job class titles are on their pre-study grade, with 
those moving to a different grade shown in strikeout mode with a note indicating the study-
recommended grade they will reallocate to on the schedule and with no job title number in the first 
column.  The job class title then appears in bold font and olive-green color on the study-recommended 
grade with a note indicating from which grade the title was reallocated and a job title number in the 
first column.  

Grade Order List Post-Transition Report - Appendix G contains a list of all job classifications posted to 
the study-recommended grades with the new rates posted to the list. 
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Implementation Summary Report - Appendix H identifies the total projected fiscal impact of the 
recommendations grouped by department and job classification. The summary report shows payroll 
figures, the change to payroll with implementation, and total estimated adjustment costs. 
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CHAPTER 4. ADMINISTRATION AND MAINTENANCE 

Compensation systems should be adjusted annually to address the market competitiveness of current 
salaries and pay ranges. Pay plan maintenance and related salary adjustments should be guided by market 
changes and be applied consistently throughout the compensation system, adjusting all salary ranges. 

MGT recommends that compensation strategies of all organizations include provisions for both internal 
equity and external competitiveness. Internal equity, or the comparison of positions within an organization 
to ensure fair pay, is essential for both the maintenance of a sense of fairness and the morale of current 
employees. External competitiveness, or when the pay that workers in one organization receive is like that 
of other workers doing a similar job in other organizations, through annual compensation system 
improvements is essential for the organization to be able to retain current staff and recruit the most 
qualified new hires available. Both current employees and potential new hire recruits should be made aware 
of the salary, insurance benefits, paid leave provisions, and other benefits offered that constitute each 
employee’s total compensation package. In addition, a systematic process for initial placement and 
advancement through salary increases in a classification’s assigned pay grade according to established salary 
and compensation policies and procedures should be implemented and consistently maintained. 

This chapter identifies standard best practices in salary administration and maintenance. 
 

4.1 IMPLEMENTATION STRATEGIES 
 

Plan Implementation 

The financial disposition, current salary levels, and other variables unique to an organization must be 
considered when implementing adjustments to salary structures. These factors, among others, should be 
reviewed in conjunction with the recommendations proposed in this report before any final implementation 
plan is considered and set into motion. 

Pay schedules must provide for employee advancement through salary increases. Regardless of an 
organization's philosophy concerning advancement opportunities by way of promotions afforded to 
employees, it is essential that movements in the economy — and, more specifically, the labor market in 
which the organization competes — are addressed through salary increases and that career ladders are 
developed (i.e., the progression from entry-level positions to higher levels of pay, skill, responsibility, and/or 
authority). Salary administration procedures should be based upon organizational funding levels and 
philosophies of pay. Although MGT cannot dictate a philosophy, it is recommended that a balance be 
achieved between compensation of individual employees and potential compensation to encourage 
recruitment and retention. 

Work and Education Evaluations 

Employee work history and education should be formally reviewed at least once each year on or before an 
employee’s start date anniversary to keep current the organization’s awareness of its existing talent pool. 
Work history and education should be documented for all employees in the appropriate Human Resource 
Information System (HRIS). 

Initial Assignments 

When employees are initially assigned to their new salary plan and grade/step assignment, they should be 
assigned to a salary amount on the new schedule that is equal to or greater than their current salary as 
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market and longevity in their position dictate. The following guidelines may be used for determining 
employee salary: 

▪ For employees whose current salary is below the minimum of their assigned pay grade, the 
recommended salary level would be the minimum of the pay grade, adjusting for level of service once 
brought to the minimum. 
 

▪ If an employee’s present salary level exceeds the maximum of the new assigned pay grade, the 
current salary for that employee should be frozen at the current level, unless organizational policy 
dictates otherwise. The employee would be ineligible for any base salary increases until the pay grade 
range is adjusted or expanded to allow for movement. 
 

▪ All other employees should be assigned a salary amount in their pay range as appropriate relative to 
the organization’s longevity policy. Employees assigned to a pay plan that did not receive a 
recommendation for a market adjustment will maintain their present salary amounts. Employees 
assigned to a pay plan that received a recommendation for a market adjustment should be adjusted to 
the increased salary amount as appropriate and described above. 

 
 
 

4.2 STANDARD SALARY MAINTENANCE PRACTICES 
 

Minimum Wage Adjustments 

Presently, the Michigan minimum wage is $10.10 effective January 1, 2023. Presently, the federal minimum 
wage is $7.25/hour, effective July 24th, 2009, for covered non-exempt employees under the Fair Labor 
Standards Act (FLSA). The Raise the Wage Act, first introduced in Congress in 2017, and again in 2019 and 
2021, are the latest efforts on the federal level for increasing the federal minimum wage. The latest 2021 
bill, introduced in January 2021, proposed to gradually increase the federal minimum wage from $7.25/hour 
to $15/hour, effective January 1st, 2025, as shown in Exhibit 4-1.  
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EXHIBIT 4-1: RAISE THE WAGE ACT, 
ANNUAL MINIMUM WAGE INCREASES 

 

Source: H.R.582 - Raise the Wage Act, U.S. Congress website. 

 
The multi-year gradual adjustments as part of the Act provide organizations with guidelines and the time 
needed to adapt to the increased minimum wage instead of implementing the entire increase all at once. In 
addition to the federal minimum wage, organizations should also ensure compliance with state minimum 
wage laws for all states in which the organization operates. The Society for Human Resource Management 
(SHRM) and WorldAtWork (WaW) Total Rewards Association provide human resources professionals with 
industry-standard guidelines by which organizations may utilize in organizing an approach for implementing 
minimum wage adjustments. When considering minimum wage adjustments, whether at the federal and/or 
state level, organizations are strongly encouraged to vet multiple options for applying these adjustments 
both consistently and fairly to existing salary structures while making allowances for budgetary and 
workforce impacts and constraints. Organizations must keep pace with these mandated annual adjustments 
and ensure the funds to do so are available. In addition to fiscal forecasting, organizations are seeking ways 
in which they can increase or free funds and reduce costs without reducing workforce, increasing prices, or 
negatively affecting or limiting services. Organizations can review processes to identify areas in which they 
can operate more efficiently and free funds, such as through automation or providing employees with 
training focused on increasing productivity.  

Modeling the structural and financial impacts of various approaches for wage shifts to an existing salary 
structure, as well as for those organizations without a formal pay structure, is critical to the success of any 
wage increase and to understand the ripple effects of making the adjustment, which will vary by 
organization. When adjusting pay plans for minimum wage increases, organizations should first identify 
which positions (and employees) would need adjustments, which includes those falling under the minimum 
wage and at the minimum wage rate. Any adjustments to minimum wage within pay structures should also 
account for and correct any potential areas of compression between pay grades as well as within job 
families. If increasing to the minimum wage causes a position to be too close to, align with, or surpass a 
position higher in its job family hierarchy or its supervisor, the job family must be adjusted. Minimum wage 
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adjustments may impact a pay structure in part or in its entirety depending on the space and flexibility of 
the pay grades and spread within the pay ranges to accommodate implementing these changes. For 
example, organizations with wide pay range spreads between minimum and maximum salaries may choose 
to adjust the minimum salaries upward, revise placement of the midpoint salaries, and maintain current 
maximums salaries in lieu of adjusting the entire pay range. However, it is important to ensure that 
adequate room within pay ranges is maintained for supporting advancement and movement along the pay 
line.  

As with any changes to pay structures, organizations should clearly communicate the nature of pay 
adjustments to their employees and distinguish the difference between minimum wage adjustments, 
market adjustments, and pay increases related to performance. Organizations should issue notifications to 
individual employees explaining the adopted wage adjustments, implementation plan and timeline, and the 
impact on the employee’s own salary and pay range.  

New Hires and Hiring at or Above Minimum Rate 

Best practices recommend that employers hire new employees at the minimum of their assigned pay grade 
range. The pay grade and salary allocated to a classification should consider the necessary experience and 
qualifications to perform the position’s duties. Exceptions to the minimum rule may be made if the 
individual’s years of experience or qualifications/certifications exceed the minimum required, and/or if there 
is difficulty in recruiting qualified candidates. It is not unusual for organizations to hire candidates at or 
above the market rate in order to fill highly competitive positions; many organizations set a hiring range for 
this purpose. Extraordinary hiring criteria or circumstances may include the following: 

▪ If the applicant, when hired, will contribute to the work of the organization significantly beyond what 
other applicants for the position would contribute, such as offering advanced skill or knowledge from 
certifications or trainings, or from network connections that may bolster the organization. 
 

▪ If the applicant exhibits extraordinary qualifications that provide expertise in a particular area desired 
by the organization. This expertise significantly exceeds the normal requirements of similar classes in 
the pay grade. 
 

▪ If there is documented recruitment difficulty in filling the position over a longer than normal 
recruitment period. 

 
In addition to the candidate’s qualifications and competitiveness of the recruitment market, other factors 
that should be considered relative to determining an appropriate starting salary include comparable internal 
salaries and/or positions (internal equity), the turnover history of the classification, and the salary 
expectations of the potential employee. Salary assignments should be determined according to established 
rules for both the initial placement of new hires and for the annual review and/or advancement through 
promotions of current employees. For example, organizations may set a 5% or 10% increase to the hiring 
rate to acknowledge a new hire’s degree level or additional years of experience over the minimum 
qualifications. The supervisor or department head must submit written justification to Human Resources for 
making the recommendation to hire at a higher salary amount than the pay grade’s minimum rate. 

All new hires should meet the minimum qualifications listed for their classification. If there is difficulty with 
recruiting or identifying suitably qualified candidates for a position, an acting, temporary, or interim 
assignment for the best qualified current employee available may be utilized. The department head must 
submit written justification to Human Resources for making this recommendation, and the salary 
assignment should be adjusted accordingly. 
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Salary Advancement 

Salary advancement within a pay grade is commonly based upon longevity and/or merit. Merit pay rewards 
an employee’s performance while longevity pay can reward an employee’s length of service. A merit policy 
and related salary advancement is determined by annual performance evaluations. If an employee achieves 
a “satisfactory” or higher rating, the employee should be considered for a salary increase or bonus based 
upon approved standards. Salary advancement should be considered at least on an annual basis in 
alignment with an employee’s performance evaluation and follow established Human Resources policies 
and procedures. Longevity pay is a useful tool for encouraging retention at an organization. Salary 
advancement according to an organization’s longevity policy can be implemented regardless of an 
employee’s performance evaluation rating.  

Promotion 

A promotion is defined as an assignment to a higher-level position with increased responsibilities and job 
duties for which the candidate is qualified. All job vacancies should be posted according to approved policies 
and procedures, and the most qualified candidates should be selected. Promotions may be either inter- or 
intra-departmental, within a job family, or to a position outside the employee’s current career ladder. 
Commonly, if an employee’s salary does not increase by at least 5 percent with the new responsibilities, the 
employee’s move to the new position would be considered a reassignment or transfer instead of a 
promotion (also see Reassignments / Transfers). Promotions must be approved by the affected department 
head(s) and Human Resources, and in every case should involve an increase in duties and responsibilities 
and should not be made merely for affecting an increase in compensation. 

A promoted employee should receive a salary increase to at least the minimum rate of the salary grade of 
the promoted position. If the employee’s salary is above the minimum established for the pay grade to 
which the employee was promoted, the salary may be increased to the salary level for that pay grade 
according to the employee’s longevity and performance per current organizational policies and should not 
be equal to or lower than the employee’s current salary. Salary determinations should also take into 
consideration market conditions for the given classification as well as budget constraints. 

Demotion 

A demotion is the assignment of an employee to a position in a lower classification, with a lower maximum 
salary, than the classification from which the employee was previously assigned. Demotion is normally due 
to the removal of higher-level duties and responsibilities, organizational restructuring, or the inability of the 
employee to assume or perform duties of the position. A supervisor may recommend the demotion of an 
employee. Approval to demote an employee should be dictated by personnel rules, and the 
recommendation for a demotion should be made in writing, citing the reasons. 

The following guidelines may be referenced for determining salary for demoted employees: 

▪ If an employee’s salary is above the maximum established for the pay grade being entered, the salary 
may be decreased to, at most, the maximum of the new position. 
 

▪ Since a demotion involves a decrease in duties and responsibilities, if the existing salary is below the 
maximum of the lower classification, a decreased salary of at least five percent, per best practice, 
below the current salary is appropriate and necessary to fulfill the cause for the demotion. 
 

▪ Employees receiving demotions at their own request or due to inability to perform the work because 
of health or other reasons should be adjusted to a lower job classification, if possible. When a 
demotion of this nature occurs, the employee’s pay should be reduced. 
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▪ In no case should a demoted employee’s salary exceed the maximum rate of the lower pay grade. 

 
Supplemental/Incentive Pay 

Supplemental, or incentive, pay is usually given to employees who hold certifications not required for their 
position, for undesirable work hours or shifts, as hazard pay, or when employees are assigned duties that 
demand a considerable number of hours outside their normal duties. Supplemental pay may be given in 
cases of temporary work assignments or for additional duties that do not fall under another classification 
and that significantly increase the employee’s workload by 50% on average, per industry standards. 

Supplemental pay is often given to employees who are assigned to special projects or in which the 
responsibilities and duties of a position expand but do not alter the minimum qualifications or nature of the 
position’s work, in which case would merit a review for possible reclassification, such as in instances in 
which the additional duties are not short-term or temporary. Supplemental pay rates vary across 
organizations and are typically tailored to an organization’s specific needs and financial flexibility. The 
method of supplemental pay chosen by an organization should take into consideration the number of 
employees eligible for supplemental pay and available funding for the supplemental pay program. 

Typically, supplemental pay schedule(s) adopt one of the following methods: 

▪ Flat rate for the specific assigned task(s) or certification(s) (determined by the organization) 
▪ Percentage of employee’s base or actual salary 

 
A flat rate method for determining supplemental pay often is preferable to using the percentage of an 
employee’s base or actual salary as it allows for more labor cost control and easier budget planning and 
projecting. In addition to budget considerations, organizations also design their supplemental pay policy 
based on the market competitiveness of the classification(s) in question and/or the necessity or value of the 
certification(s) to the organization. 

Supplemental pay is generally issued for the duration of the additional assignment or for the life of the 
certificate held by certified employees. Some organizations design their flat-rate supplemental pay systems 
into grades to provide supplemental pay based on an employee’s years of service. Any supplemental pay 
policy and/or schedule should be reviewed and approved on an annual basis. 

Reassignments / Transfers 

A reassignment or transfer is the non-competitive movement of an employee from their current position to 
another position within an organization for non-disciplinary reasons without demotion or promotion. 
Reassignments can be voluntary or involuntary (initiated by the employee versus by the organization or 
department). 

▪ Voluntary reassignment, or transfer, involves moving an employee laterally from their current position 
to a position at the same classification level in either the same or another department. An employee 
may request a transfer to another position for a variety of reasons, such as to enter a different career 
ladder, join a different department or area of focus, or to pursue a new work-life balance (e.g., 
transferring to a position requiring less travel). 

− Employees voluntarily reassigned to a position in the same pay grade should have their salaries 
maintained at the current level with no increase or decrease. 
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− Employees voluntarily reassigned to a position in a different pay grade should be adjusted to the 
salary rate in the new position’s grade that follows organizational policy for moving employees 
along their position’s respective pay grade per longevity and merit policies. 

An employee may submit a written request for consideration for a voluntary reassignment to another 
department or position in the organization for which they are qualified if a position is vacant or there 
is a need. Final approval should be obtained from the department head and Human Resources, 
according to established policies and procedures. 

▪ Involuntary reassignment refers to a reassignment initiated by an agency against an employee's will 
and without the employee's consent for reasons other than for causes of misconduct, delinquency, or 
inefficiency. There are a variety of reasons for involuntary reassignments that include, but are not 
limited to, the good of the employee, the best interests of the organization, and/or other defensible 
actions based on the judgment of its leaders. 

 
− An involuntary reassignment for the good of the employee might involve an individual who is no 

longer physically capable of performing their duties and requires a reasonable accommodation, 
such as reassigning the employee to a less strenuous position. 

− An involuntary reassignment serving the best interest of the employer is normally initiated by 
the employer rather than the individual, such as filling urgent vacancies or assigning an 
employee with desired skills to another position or department where the employee is needed. 
Reassignments that serve the best interest of the employer can be permanent, but they can also 
be temporary to address a short-term challenge, in which an “interim” or “acting” status may be 
applied to the position held by the employee. 
 

Involuntary reassignments in which the employee is reassigned to a position in the same pay grade 
should have their salaries maintained at the current level with no increase or decrease. If the 
employee is reassigned to a position in a different pay grade, the employee’s salary should be 
adjusted according to the position’s pay grade range and be adjusted per the organization’s longevity 
and merit policies. 

Reassignments Under Reduction-in-Force 

Employers often allow reassignments after initiating a reduction-in-force, in which employees are offered 
reassignment to a different vacant position instead of being laid off or furloughed. 

Reassignments in which the employee is reassigned to a position in the same pay grade should have their 
salaries maintained at the current level with no increase or decrease. If the employee is reassigned to a 
position in which the position is in a different pay grade, the employee’s salary should be adjusted according 
to the given position’s pay grade and organizational policy. 

Classification Creation and Reclassification 

Organizations treat the development of new classifications and reclassifications in several ways. 
Classification creation or reclassification can take place when the work performed changes substantially 
over time, when new technology is introduced, or the mission of an organizational unit is modified in 
response to changing legislation or changing service demands. The need for a new or revised classification 
can also occur when organizational demands or job duties change through design or evolution. 
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Classification creation and reclassifications are generally initiated through the Office of Human Resources 
but may also be initiated at the request of an individual or their supervisor. If an individual or supervisor 
initiates a request for creation or reclassification, it is usually accompanied by written supporting 
documentation. Reclassification should also consider other positions within the overall classification system 
and should not be determined independently of these positions and without consideration to the 
department and organizational hierarchy. 

When a reclassification or new classification request is received or initiated by the Office of Human 
Resources, a Job Content Questionnaire (JCQ), or other authorized survey document to understand an 
employee’s job duties and requirements, should be completed by the supervisor and/or all incumbents 
holding the same job title, as applicable. Key questions concerning the job should be answered to assist in 
determining the proper level within the overall pay and classification system. For reclassifications, the 
position audit results should be compared to the current position description for the various classification 
levels to determine the correct classification assignment. 

If it is determined that a creation or reclassification is justified, the Office of Human Resources should 
approve and authorize the change. Current employees in reclassified positions should either maintain their 
current salary or be adjusted to a salary in the assigned pay grade for the reclassified position per 
organizational policy. Reclassification is not considered the same as a demotion, and therefore, an 
employee’s salary should either be maintained at its present level or increased according to the reclassified 
position’s pay grade and organizational policy for moving employees along the pay line of their pay grade. If 
the reclassified position’s pay grade indicates a lower salary, the current employee’s salary should be 
maintained and adjusted over time per organizational policy and not be reduced due to reclassification. This 
may mean that the employee’s salary is temporarily frozen at its present level until movement in the 
assigned pay grade is allowed per an organization’s longevity and merit policies. 

Job Analysis 

A job analysis is a thorough review of the key elements of a job to determine the activities and 
responsibilities of a job, the relative importance to other jobs, the qualifications necessary for the 
performance of the job, and the conditions under which the work is performed. An important concept in job 
analysis is that the job, not the person doing the job, is assessed, even though some job analysis data may 
be collected from incumbents.  
 
A job analysis does not include: 

▪ A review of an employee’s performance 

▪ How well tasks are performed 

▪ How much work is performed 

▪ When an employee is eligible for a promotion 

▪ A salary reduction 

 
A job analysis commonly includes the following process steps: 

▪ Data collection 

▪ Verify job data 

▪ Verify classification/title 

▪ Collect market data 

▪ Verify market comparisons 

▪ Draft/edit job descriptions 
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Job data are often collected through questionnaires/surveys, direct observation, interviews, job shadowing, 
and work time studies (logs). The most effective technique when collecting information for a job analysis is 
to obtain information through questionnaires/surveys, and/or interviews with incumbents and leadership. 
The information collected from the questionnaire is reviewed to make distinctions about job duties, roles, 
and responsibilities to determine if positions are accurately titled, FLSA designation, and to inform pay 
analyses and adjustments, if any. The average market salary is an indication of the market rate for a job, not 
what the employee should be paid. Employee pay is also governed by an organization’s internal policies for 
progression within a pay plan, such as for longevity and/or merit.  

Some Human Resource departments use the information collected in the job analysis to assist them in other 
areas of Human Capital. These include: 

 

An annual review of job descriptions during employee performance review period(s) can help ensure 
accurately and up to date job descriptions and the maintenance of appropriate job classifications and 
exemptions.  

Administration and Maintenance of the Plan 

Salary systems should be adjusted annually, or at least biennially if annually is not feasible, based on the 
Consumer Price Index (CPI) and appropriate market data sources to maintain market competitiveness and 
adjust for inflation and changing recruitment markets. The guidelines outlined in this chapter may be utilized 
for salary maintenance and administration of the proposed salary schedule. These guidelines should be 
applied according to base pay salary, not including additional pay received as bonuses, supplements, or pay 
for additional assignments. In all cases in which a computed salary is greater than the top pay within the 
new pay grade, the salary may be frozen at the maximum salary until subsequent adjustments are made to 
the salary schedule that would allow increases, or as dictated by internal policy regarding employees who 
reach the maximum of their assigned pay grades.  

 

Job Analysis

Workforce 
Planning

Performance 
Management

Recruitment 
and Selection

Career and 
Succession 
Planning

Training and 
Development

Compensation 
Administration

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

 A-1 

 

APPENDIX A:    

MANAGEMENT ISSUES PAPER (MIP)  
A SAMPLE COPY 
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APPENDIX B:    

JOB CONTENT QUESTIONNAIRE (JCQ) 
A SAMPLE COPY 
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APPENDIX C:    

PRE-STUDY PAY PLAN  
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Current Schedule  --  Annual Rates Effective 1/1/2023 

Grades Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

CT3 $36,454.91 $37,640.10 $38,824.24 $40,009.42 $41,193.98 $42,378.34 $43,563.52 

CT4 $39,189.28 $40,462.86 $41,736.45 $43,010.03 $44,283.41 $44,556.99 $46,830.58 

CT5 $42,127.70 $43,497.58 $44,866.64 $46,235.07 $47,605.38 $48,974.02 $50,343.07 

CT6 $45,287.42 $46,759.23 $48,231.25 $49,703.47 $51,175.07 $52,647.71 $54,119.31 

CT7 $48,683.36 $50,266.74 $51,848.99 $53,431.04 $55,012.67 $56,594.93 $58,178.22 

CT8 $53,522.30 $55,293.47 $57,034.02 $58,773.94 $60,514.48 $62,255.02 $63,994.94 

CT9 $60,246.78 $62,205.31 $64,163.01 $66,121.33 $68,079.02 $70,037.14 $71,994.62 

CT10 $67,778.12 $69,980.52 $72,182.93 $74,386.25 $76,588.88 $78,791.07 $80,994.85 

 Hourly Rates Effective 1/1/2023  

Grades Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

CT3 $17.53 $18.10 $18.67 $19.24 $19.80 $20.37 $20.94 

CT4 $18.84 $19.45 $20.07 $20.68 $21.29 $21.42 $22.51 

CT5 $20.25 $20.91 $21.57 $22.23 $22.89 $23.55 $24.20 

CT6 $21.77 $22.48 $23.19 $23.90 $24.60 $25.31 $26.02 

CT7 $23.41 $24.17 $24.93 $25.69 $26.45 $27.21 $27.97 

CT8 $25.73 $26.58 $27.42 $28.26 $29.09 $29.93 $30.77 

CT9 $28.96 $29.91 $30.85 $31.79 $32.73 $33.67 $34.61 

CT10 $32.59 $33.64 $34.70 $35.76 $36.82 $37.88 $38.94 

Annual rates from page 43 of bargaining unit agreement. Hourly Rates = Annual Rate ÷ 2080 hours 
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APPENDIX D:    

PROPOSED PAY PLAN 
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Annual Rates (Does not include negotiated 2% COLA effective 1/1/2024) 

Grades Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

CT3 $40,289.60 $41,496.00 $42,744.00 $44,012.80 $45,344.00 $46,696.00 $48,089.60 

CT4 $42,324.42 $43,699.89 $45,075.37 $46,450.83 $47,826.08 $48,121.55 $50,577.03 

CT5 $44,655.36 $46,107.43 $47,558.64 $49,009.17 $50,461.70 $51,912.46 $53,363.65 

CT6 $47,551.79 $49,097.19 $50,642.81 $52,188.64 $53,733.82 $55,280.10 $56,825.28 

CT7 $51,117.53 $52,780.08 $54,441.44 $56,102.59 $57,763.30 $59,424.68 $61,087.13 

CT8 $55,663.19 $57,505.21 $59,315.38 $61,124.90 $62,935.06 $64,745.22 $66,554.74 

CT9 $62,054.18 $64,071.47 $66,087.90 $68,104.97 $70,121.39 $72,138.25 $74,154.46 

CT10 $69,811.46 $72,079.94 $74,348.42 $76,617.84 $78,886.55 $81,154.80 $83,424.70 

Hourly Rates (Does not include negotiated 2% COLA effective 1/1/2024) 

Grades Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

CT3 $19.37 $19.95 $20.55 $21.16 $21.80 $22.45 $23.12 

CT4 $20.35 $21.01 $21.67 $22.33 $22.99 $23.14 $24.32 

CT5 $21.47 $22.17 $22.86 $23.56 $24.26 $24.96 $25.66 

CT6 $22.86 $23.60 $24.35 $25.09 $25.83 $26.58 $27.32 

CT7 $24.58 $25.38 $26.17 $26.97 $27.77 $28.57 $29.37 

CT8 $26.76 $27.65 $28.52 $29.39 $30.26 $31.13 $32.00 

CT9 $29.83 $30.80 $31.77 $32.74 $33.71 $34.68 $35.65 

CT10 $33.56 $34.65 $35.74 $36.84 $37.93 $39.02 $40.11 

Assumes  40 hours per week. Hourly Rate = Annual Rate ÷ 2080 hours 
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APPENDIX E:    

GRADE ORDER LIST PRE-STUDY PAY PLAN 
 
The data in this appendix is from page 43 of the agreement between the 

Courts and MAPE effective 1/1/2023 
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APPENDIX F:    

GRADE ORDER LIST TRANSITION TRACKING 

 

The data in this appendix displays the old grade order list and the 

old rate structure as well as the new grade order list and the new 

rate structure to facilitate tracking the changes. 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
F-1 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

F-2 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

     

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

F-3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

      

 

R
E

C
E

IV
E

D
 by M

C
O

A
 3/11/2024 2:41:14 PM



 

 

G-1 

APPENDIX G:    
GRADE ORDER LIST POST-STUDY PAY PLAN 
 
The data in this appendix displays the grade order of the job 

classifications and rates after implementation of the 

recommendations. 
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APPENDIX H:    
CUSTOM MARKET SURVEY RESULTS 
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Finance and Asset Management Committee 

Special Meeting Minutes 

 
October 30, 2023,6:00 p.m. 
Hybrid In-Person and Virtual Meeting 
304 E. Grand River Ave., Board Chambers, Howell, Michigan 
Zoom Virtual Meeting ID: 399-700-0062 / Password: LCBOC  
https://us02web.zoom.us/j/3997000062 

 
Members Present: Nick Fiani, David Domas, Frank Sample, Wes Nakagiri, Jay Drick, Roger 

Deaton, Martin Smith, Jay Gross 
  
Members Absent: Douglas Helzerman 

_____________________________________________________________________ 

 

1. Call Meeting to Order 

The meeting was called to order by the Committee Chair, Commissioner Fiani, at 6:00 p.m. 

2. Pledge of Allegiance to the Flag 

3. Roll Call 

Roll call by the recording secretary indicated the presence of a quorum. 

4. Approval of Agenda 

Moved by: D. Domas 
Seconded by: R. Deaton 

Yes (8): N. Fiani, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, M. Smith, and J. Gross 
No (0): None; Absent (1): D. Helzerman 

Motion Carried (8-0-1) 

5. Call to the Public 

The following persons addressed the Board: Hon. Michael Hatty, Brighton Township & Chief 
Judge. 

6. Resolution for Consideration 

6.1 Board of Commissioners 

Resolution Adopting the 2024 Livingston County Operating Budget 

Motion to recommend to the Board of Commissioners the Resolution Adopting the 2024 
Livingston County Operating Budget for the meeting on December 11, 2023. 

Moved by: D. Domas 
Seconded by: R. Deaton 

Discussion 

Amendment: Motion to amend budget to remove the proposed six additional 19 HR 
Irregular drivers for the LETS Department. 
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It was moved by W. Nakagiri 
Seconded by F. Sample 

Discussion. Motion and Second withdrawn. 
Motion Withdrawn 

 

Amendment: Motion to amend the budget to include that the hiring of the proposed six 
additional 19 HR Irregular Drivers for the LETS Department is contingent upon approval 
of an agreement by the Board of Commissioners. 

It was moved by W. Nakagiri 
Seconded by F. Sample 

Discussion. 

Yes (8): N. Fiani, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, M. Smith, and J. 
Gross; No (0): None; Absent (1): D. Helzerman 

Motion Carried (8-0-1) 
 

Amendment: Motion to amend the 2024 Budget to reduce the Courts allocation by 
$200,000. 

It was moved by J. Drick 
Seconded by F. Sample 

Discussion. 

Yes (6): N. Fiani, F. Sample, W. Nakagiri, J. Drick, R. Deaton, and J. Gross 
No (2): D. Domas, and M. Smith;  Absent (1): D. Helzerman 

Motion Carried (6-2-1) 
 

Amendment: Motion to amend the proposed budget to eliminate the request for an 
additional Assistant Prosecuting Attorney. 

It was moved by W. Nakagiri 
Seconded by: None. 

Motion Failed 
 

Amendment: Motion to amend the 2024 Budget to include the addition of an Assistant 
Prosecuting Attorney I, effective after the July 2024 BAR Exam 

It was moved by J. Drick 
Seconded by F. Sample 

Discussion. 

Yes (6): N. Fiani, D. Domas, F. Sample, J. Drick, J. Gross, and M. Smith 
No (2): W. Nakagiri, and R. Deaton;  Absent (1): D. Helzerman 

Motion Carried (6-2-1) 
 

Amendment: Motion to amend the budget to eliminate the renewal of memberships with 
local chambers of commerce. 

It was moved by J. Drick 
Seconded by F. Sample 

Discussion. 
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Yes (1): J. Drick ; No (7): N. Fiani, D. Domas, F. Sample, W. Nakagiri, R. Deaton, M. 
Smith, and J. Gross; Absent (1): D. Helzerman 

Motion Failed (1-7-1) 
 

Main Motion: Motion to recommend to the Board of Commissioners the amended 
Resolution Adopting the 2024 Livingston County Operating Budget for the meeting on 
December 11, 2023. 

Yes (8): N. Fiani, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, M. Smith, and J. 
Gross; No (0): None; Absent (1): D. Helzerman 

Motion Carried (8-0-1) 

 

7. Adjournment 

Motion to adjourn the meeting at 6:53 p.m. 

It was moved by M. Smith 
Seconded by R. Deaton 

Yes (8): N. Fiani, D. Domas, F. Sample, W. Nakagiri, J. Drick, R. Deaton, M. Smith, and J. Gross 
No (0): None; Absent (1): D. Helzerman 

Motion Carried (8-0-1) 
 

 
 
_________________________ 

Natalie Hunt, Recording Secretary 
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Fraser, John

From: pdhouk <pdhouk@comcast.net>

Sent: Monday, March 11, 2024 10:01 AM

To: Fraser, John

Subject: RE: Livingston County Courts

*** EXTERNAL***

Counsel: 

This reply will serve as my confirmation that representatives of the Livingston County Courts and the Livingston County 
Board of Commissioner's mediated from 10:00am until 4:45pm on March 5, but were unable to reach a settlement of 
their dispute. 

I apologize for the manner of this late reply, however I am on the road in Florida. 

Peter D. Houk. 

Sent from my Verizon, Samsung Galaxy smartphone 

-------- Original message -------- 
From: "Fraser, John" <JWFraser@dykema.com>  
Date: 3/11/24 9:03 AM (GMT-05:00)  
To: peter houk <pdhouk@comcast.net>  
Subject: RE: Livingston County Courts  

Good morning Judge Houk, 

Just following up here. Any chance you could kindly prepare a short letter just indicating that the parties were unable to 
reach a resolution at mediation?  

Thanks very much in advance for your time. 

Best, 

John 
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John W. Fraser
Member 

D 517-374-9140 ▪ M 586-651-7390  
JWFraser@dykema.com ▪ dykema.com 

BIO VCARD LINKEDIN

201 Townsend Street, Suite 900 
Lansing, Michigan 48933  

The linked 
image cannot 
be d isplayed.  
The file may  
have been 
mov ed, 
renamed, or  
deleted.  

Verify  that  
the link 
points to the  
correct file  
and location.

*** Notice from Dykema Gossett PLLC: This Internet message may contain information that is privileged, confidential, and 
exempt from disclosure. It is intended for use only by the person to whom it is addressed. If you have received this in 
error, please (1) do not forward or use this information in any way; and (2) contact me immediately.  

Neither this information block, the typed name of the sender, nor anything else in this message is intended to constitute 
an electronic signature unless a specific statement to the contrary is included in this message. 

From: Fraser, John  
Sent: Friday, March 8, 2024 7:54 AM 
To: 'peter houk' <pdhouk@comcast.net>; Matt Nordfjord <mnordi@cstmlaw.com> 
Subject: RE: Livingston County Courts 

Good morning Judge Houk, 

MCL 141.436(9) and MCL 141.438(6) require the Court to include a written certification from the mediator that the 
parties were unable to resolve the issues by mediation with its complaint. Could you kindly prepare a short letter 
indicating to that effect? 

Thanks in advance and thank you again for your efforts in this matter. 

Best, 

John 

From: peter houk <pdhouk@comcast.net>  
Sent: Thursday, March 7, 2024 2:36 PM 
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To: Matt Nordfjord <mnordi@cstmlaw.com>; Fraser, John <JWFraser@dykema.com> 
Subject: Livingston County Courts 

*** EXTERNAL***

Gentlemen, please find attached my invoice for the mediation conducted on March 5, 2024.  

Thank you. 

Peter Houk  
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AFFIDAVIT EXHIBIT 1 
 

TO AFFIDAVIT OF HEATHER MCCRAY-GERMAIN 
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Fund: 101 - GENERAL FUND CENTRAL

2023 2024 2024
Actuals* Proposed Adopted

1,224 2,520 1,020 2024 INCLUDES IDENTIFIED NON-RECURRING CASH OFFICE SUPPLIES THAT SUPPORT THE ESSENTIAL
FUNCTIONS OF RECEIPTING, NOTICING, COLLECTIONS AND DISTRICT COURT CHECK WRITING

PUBLICATIONS & SUBSCRIPTIONS 51,850 49,827 49,827 2023 HIGHER THEN PROPOSED DUE TO BOOK CONTRACT
POSTAGE/METER FEES 63,747 69,502 65,502 2024 INCR DUE TO CIVIL L/T NOTICING CHANGE, REQUIRING ADDL MAILINGS PLUS USPS RATE INCR
UNIFORMS 596 112 112 2023 UP DUE TO NEED
SUPPLIES - OPERATING EQUIPMENT 11,806 10,001 5,001 ANTICIPATED 2024 RETIREMENTS AND TURNOVER WILL CAUSE ADDL EQUIPMENT NEEDS
OPERATING EQUIP - COPIERS 0 7,000 0 REPLACEMENT FOR COPIER THAT IS NO LONGER SERVICABLE PER XEOROX (NO PARTS/NO TONER)
OPER SUPPLIES - COURT SECURITY 10,215 5,300 2,650 CUT ELIMINATES NEW EE BACKGROUND CHECKS & TESTING ESSENTIAL TO COURT SECURITY

138,214 141,742 123,092 2023 GREATER THAN PROPOSED DUE TO TURNOVER

VISTING JUDGES 1,854 0 0 STARTING IN 2024 THIS ACCOUNT WILL BE CONSOLIDATED WITH CIRC COURT VISITING JUDGE ACCT.

JURY FEES 112,062 148,405 123,635 2024 BASED ON ANTICIPATED CASELOAD COMBINED WITH UPWARD TREND IN CASES GOING TO TRIAL
MEMBERSHIP DUES 540 535 0 BAR  & PROF DUES - MUST PAY AS PART OF AS PART OF EE COMP PKG
WITNESS FEES 4,638 7,200 3,201 2024 BASED ON ANTICIPATED CASELOAD COMBINED WITH UPWARD TREND IN CASES GOING TO TRIAL

117,240 156,140 126,836

OTHER CONTRACT SVS 31,934 17,340 17,340 2023 HIGHER THAN PROPOSED DUE TO SPIKE IN TRIALS REQG TRANSLATORS & PAYMENT ON WAGE STUDY
LAUNDRY/DRYCLEANING 1,528 1,752 1,252 2024 INCR DUE TO NEW COUNTY-WIDE CONTRACTED RATES WHICH ARE HIGHER THAN 2023

33,462 19,092 18,592

OP SUPPLIES & EQUIP R/M 19,815 16,550 15,000 ACCT HOUSES COPIER COSTS; INCR OVER PROPOSED DUE TO INCR VOLUME CAUSED BY 2023 NOTICING MANDATE

21,917 13,256 3,500 SIMILAR TO 2023, JAVS  CAMERA & IT REPLACEMENTS NOT COVERED BY COUNTY IMPACTING COURT SAFETY

MILEAGE REIMB.. 177 490 164 2023 LOWER THEN NORMAL DUE TO STAFF TURNOVER
IN-STATE TRAVEL 187 410 410 2023 LOWER THEN NORMAL DUE TO STAFF TURNOVER
OUT OF STATE TRAVEL 0 250 0 2023 LOWER THEN NORMAL DUE TO STAFF TURNOVER

364 1,150 574

1,167 699 399 2023 HAS SOME NONRECURRING EDUCATION; 2024 REQ INCLS UNLIMITED TRAING SUBSCRIPTION

*Actuals as of 03.07.2024. Subject to change, year end not officially closed until completion of annual audit in June 2024.

OP SUPPLIES & EQUIP

COMMENT
OFFICE SUPPLIES

OTHER EXP & CHARGES

CONTRACT SERVICES

NEW IT HARDWARE/SOFTWARE

TRAVEL

TRAINING

C:\Users\hgermain\Desktop\REMOTE\EXHIBIT TO COMPLAINT 03.08.2024\CNTRL XHIB 3/8/2024\4:27 PM
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Fund: 101 - GENERAL FUND CIRCUIT

2023 2024 2024
Actuals* Proposed Adopted

7,131 8,000 5,000

OPERATING EQUIPMENT - SOFTWARE 204 820 170 2024 = ANNUAL  ADOBE SUBSCRIPTIONS; 2023 FORCED TO GO TO SUBSCRIPTION + ZOOM ACCT
UNIFORMS 0 3,390 0 2024 NEW ROBES FOR JUDGES + MONTHLY CLEANING

204 4,210 170

ATTORNEY FEES-INDIGENT 15,815 12,000 12,000 2023 EXCEEDS 2024 PROPOSED DUE TO  COMMUNITY HAVING UNATICIPATED INCREASE IN NEED
VISITING JUDGES 829 6,750 1,750 PROPOSED 2024 = 1 WEEK COVERAGE x 3 JUDGES AT CURRENT DAILY RATE OF $405.00

16,644 18,750 13,750

MEMBERSHIP DUES 3,613 4,380 3,945 BAR  & PROF DUES - MUST PAY AS PART OF AS PART OF EE COMP PKG
3,613 4,380 3,945

IN-STATE TRAVEL 5,587 5,220 2,220 REQUIRED JUDICIAL CONFERENCES FOR 3 JUDGES AND MODEL CODE OF CONDUCT TRAININGS FOR STAFF
MILEAGE REIMB.. 1,957 3,611 1,611 2024 LODGING & MILEAGE BASED ON CONF LOCATIONS

7,544 8,831 3,831

660 1,490 575 REQUIRED JUDICIAL CONFERENCES AND MODEL CODE OF CONDUCT TRAININGS FOR STAFF

APPELLATE

2023 2024 2024
Actuals* Court Adopted

56,296 41,000 41,000 MORE FUNDING NEEDED THEN PROJECTION DUE TO MAACS ADOPTION OF MIDC RATES

20,537 25,000 20,000 ANTICIPATED INCREASE IN TRANSCRIPT REQUESTS BASED ON HISTORICALS WHEN NEW JUDGE TAKES BENCH
AND/OR A JUDGE RETIRES

*Actuals as of 03.07.2024. Subject to change, year end not officially closed until completion of annual audit in June 2024.

COMMENT

OTHER EXP & CHARGES - TRANSCRIPTS

TRAINING

COMMENT

OTHER EXP & CHARGES

TRAVEL

PROFESSIONAL SERV

OFFICE SUPPLIES

OP SUPPLIES & EQUIP

PROFESSIONAL SERV - INDIGENT ATTYS

C:\Users\hgermain\Desktop\REMOTE\EXHIBIT TO COMPLAINT 03.07.2024 PROOF\CIRC APPL XHIB
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Fund: 101 - GENERAL FUND JUVENILE

2023 2024 2024
NOTE: RTA ACCOUNTS SHOULD NOT BE CUT AS THEY ARE 100% REIBMURSEABLE

Actuals* Proposed Adopted

OFFICE SUPPLIES 3,022 6,015 1,015 2023 ACTUALS ARE DOWN DUE TO TURN OVER - 3YR AVER FOR ACCT $4550 (23/22/21)
OFFICE SUPPLIES - RTA 87 472 272

3,109 6,487 1,287

OPERATING EQUIPMENT - SOFTWARE 505 10,850 851 2024 INCLS CASE MANAGEMENT SOFTWARE CONTRACT  PREV PAID BY GRANT; REQUIRED BY CCF BUT NOT CCF 
ELIGIBLES.  S/WARE PROVIDES APPRORIATE LEVEL OF SERVICE INFORMATION NECESSARY TO BE IN COMPLIANCE 

505 10,850 851 WITH CCF REPTG GUIDELINES 

OTHER CONTRACT SERVICES 4,395 7,950 5,950 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
OTHER CONTRACT SERVICES-RTA 5,000 4,200 4,200 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS

9,395 12,150 10,150

ATTORNEY FEES-INDIGENT 125,185 252,800 225,869 2024 INCRD AS THESE ARE FEE FOR SERVICES CONTR IMPACTED BY CASE TYPE & LOAD; INCLS $50k RECL FOR NON 
ELIGIBLE CPLR.  NOTE:  CPLR GRANT COVERED OVER $59K OF ATTY FEES FOR 2023; HAVE TO APPLY ANNUALLY 

ATTORNEY FEES-DELINQNT 27,600 38,400 30,000 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
ATTORNEY FEES-DELINQNT -RTA 6,000 6,000 4,000 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
ATTORNEY FEES-NON CPLR ELIGIBLE 44,156 0 0 ACCOUNT CREATED AFTER PRESENTATION; FUNDED  FROM ATTY INDIGENT THRU $50k RECL

PROFESSIONAL SERV 202,941 297,200 259,869

TRANSCRIPTS/STENO 6,264 12,000 7,000 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
TRANSCRIPTS/STENO-RTA 0 500 0 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
MEMBERSHIP DUES 1,230 1,315 1,315 BAR  & PROF DUES - MUST PAY AS PART OF AS PART OF EE COMP PKG
LEGAL NOTICES 2,047 1,560 1,560  2023 EXCEEDS 2024 PROJECTION DUE TO CASE LOAD 
LEGAL NOTICES-RTA 0 260 0 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS

OTHER EXP & CHARGES 9,541 15,635 9,875

COMPUTERS & PHONES 3,878 1,865 1,865 ANNUAL HEINSCHIEN UPDATE

IN-STATE TRAVEL 2,092 4,720              1,654 CUTS ELIMINATE REQUIRED JUDICIAL CONFERENCES AND MODEL CODE OF CONDUCT TRAININGS 
MILEAGE REIMB.. 2,699 5,356 2,017 2023 ALL COMPONENTS OF CATEGORY LOWER THEN NORMAL DUE TO STAFF TURNOVER
DAILY MEAL REIMBURSEMENT 0 192 0 2024 PLACEMENTS WILL REQUIRE TRANSPORTER TO BE FED DUE TO ROUND TRIP IN EXCESS OF 4 HOURS

TRAVEL 4,791 10,268 3,671

EMPLOYEE PROFESSIONAL 468 3,255 968 REQUIRED JUDICIAL CONFERENCES AND MODEL CODE OF CONDUCT TRAININGS; 2023 DOWN DUE TO TURN OVER
EMPLOYEE PROFESSIONAL - RTA 1,267 750 750 2023 FIRST  YEAR AVAILABLE

TRAINING 1,735 4,005 1,718

*Actuals as of 03.07.2024. Subject to change, year end not officially closed until completion of annual audit in June 2024.

COMMENT

OFFICE SUPPLIES

CONTRACT SERVICES 

OP SUPPLIES & EQUIP
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Fund: 101 - GENERAL FUND DISTRICT

2023 2024 2024
Actuals* Proposed Adopted

31,628 33,855 26,000 2024 HAS  ADDITIONAL COSTS DUE TO CHANGES TO NOTICING AND LANDLORD/TENANT MANDATES 

OPERATING EQUIPMENT - SOFTWARE 2,182 1,840 1,840 2023 INCLS NEW ZOOM/ADOBE PUT IN PLACE SINCE 09.2023 BDGT REQUEST
PUBS & SUBS 0 100 0 PROPOSED 2024 INCLS NEW REFERRENCE RESOURCE ESSENTIAL TO PERFORMING COURT FUNCTIONS
SUPPLIES OPERATING EQUIPMENT 5,592 750 50 PROPOSED 2024 NEW TIME STAMP NEEDED TO REPLACE ONE AGING OUT; 2023 ONE TIME RECPLACEMT OF CHAIRS
UNIFORMS 0 1,300 0 2024 NEW ROBES FOR JUDGES + MONTHLY CLEANING

7,774 3,990 1,890

OTHER CONTRACT SERVICES 14,852 16,684 16,684 2024 INCREASED AS THESE ARE FEE FOR SERVICES CONTR IMPACTED BY CASE TYPE & LOAD
TRANSCRIPTS/STENO 771 2,500 1,000 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
MEMBERSHIP DUES 3,795 4,020 4,020 BAR  & PROF DUES - MUST PAY AS PART OF AS PART OF EE COMP PKG
CONTRACT SERVICES - COURT ORDERED - INDIGENT 4,356 24,900 19,900 MANDATED EXPENSE - BDGT FOR 2 CASES PER MONTH QUALIFYING FOR INDIGENCY

23,774 48,104 41,604

ATTORNEY FEES-INDIGENT 0 6,000 0 MANDATED EXPENSE: 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS
VISITING JUDGES 415 4,500 1,500 PROPOSED = 1 WEEK COVERAGE x 2 JUDGES AT CURRENT DAILY RATE OF $405.00 + 1 DAY MAGISTRATE

415 10,500 1,500

0 1,750 0 FUNDS MUST BE ON HAND IN ORDER TO SERVICE COURT ROOM EQUIP ESSENTIAL TO OPERATIONS

IN-STATE TRAVEL 2,701 7,405 2,405 CUTS ELIMINATE REQUIRED JUDICIAL CONFERENCES AND MODEL CONDUCT TRAININGS 
MILEAGE REIMB.. 1,663 4,320 1,322 2023 ALL COMPONENTS OF CATEGORY LOWER THEN NORMAL DUE TO STAFF TURNOVER

4,364 11,725 3,727 IT SHOULD BE NOTED THAT 2023 BUDGET WAS REVISED DOWNWARD MID-YEAR DUE TO STAFF TURNOVER.
2023 IS NOT AN ACCURATE REPRSENTATION OF NEED

2,120 4,855 2,055 CUTS ELIMINATE RELATED CONFERENCE FEES FOR REQUIRED JUDICIAL CONFERENCES AND MODEL CONDUCT 
TRAININGS.  2023 LOWER THEN ANTICIPATED DUE TO STAFF TURNOVER

*Actuals as of 03.07.2024. Subject to change, year end not officially closed until completion of annual audit in June 2024.

OP SUPPLIES & EQUIP

COMMENT
OFFICE SUPPLIES

OFFICE EQUIPMENT R&M

TRAINING

OTHER EXP & CHARGES

PROFESSIONAL SERV

TRAVEL
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Fund: 101 - GENERAL FUND PROBATE

2023 2024 2024
Actuals* Proposed Adopted

5,789 7,600 6,000 DOES NOT MEET COURTS NEEDS TO PERFORM REQUIRED FUNCTIONS BASED ON 2023 ACTUALS
AS 2024 ALSO HAS ADDITIONAL COST OF BI ANNUAL CASE FOLDERS

ATTORNEY FEES-INDIGENT 45,770 52,050 52,050 2024 PROPOSED BASED ON ANTICIPATED CASELOAD NEEDS

UNIFORMS 409 890 0 2024 NEW ROBES FOR JUDGE + MONTHLY CLEANING

0 8,003 0 ON BASE CASE FILE MGMT ANNUAL MAINTENANCE - AN ESSENTIAL CONTRACTED COST
2023 LAST YEAR TO BE PAID BY GRANT.  COUNTY IT AWARE OF THIS.

549 1,390 549 REQUIRED JUDICIAL CONFERENCES AND MODEL CODE OF CONDUCT TRAININGS; 2023 DOWN DUE TO TURN OVER

*Actuals as of 03.07.2024. Subject to change, year end not officially closed until completion of annual audit in June 2024.

COMMENT
OFFICE SUPPLIES

TRAINING

NEW IT HARDWARE/SOFTWARE
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Michigan Supreme Court 

State Court Administrative Office 

Michigan Hall of Justice 

 P.O. Box 30048 

Lansing, Michigan 48909 

517-373-0128 

 

            Thomas P. Boyd 

     State Court Administrator  

 

January 29, 2024 

 

*VIA EMAIL ONLY* 

 

John Fraser      Matt Nordfjord 

Dykema Gossett PLLC   Cohl, Stoker & Toskey, PC 

Capitol View     601 N. Capitol Ave 

201 Townsend Street, Suite 900  Lansing, MI 48933 

Lansing, MI 48933    mnordi@cstmlaw.com 

jwfraser@dykema.com 

 

 

Re: Livingston County Courts – Budget Dispute & MAPE Employee Compensation Matters – 

Subject to MRE 408 - Mediator 

 

 

Mr. Fraser and Mr. Nordfjord, 

 

This letter is a follow up to my letter dated January 23, 2024, regarding the appointment 

of a mediator for the funding unit dispute between the Livingston County Courts and the 

Livingston County Board of Commissioners. While I understand that this issue is to be discussed 

at the Board of Commissioner’s meeting on January 29, 2024, I wanted to communicate the 

name and contact information for the mediator to avoid any delay. 

 

The mediator selected is retired Judge Peter Houk. His contact information is: 

 

Hon. Peter D. Houk 

P.O. Box 564 

Dewitt, MI 48820-0564 

(517) 230-2907 

pdhouk@comcast.net 

 

Please do not hesitate to contact my office should you have any questions. 

 

 Sincerely, 

 

 

 Thomas P. Boyd 

 State Court Administrator 
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January 29, 2024 

Page Two 

 

 

cc:  Hon. Michael P. Hatty, Chief Judge, Livingston County Circuit Court and District Courts 

Hon. Miriam A. Cavanaugh, Chief Judge, Livingston County Probate Court  

Hon. Peter D. Houk, Appointed Mediator 

Daniel J. DuChene, Circuit Court Administrator  

Marisa Lutz, District Court Administrator  

Deborah Shaw, Juvenile and Probate Court Administrator  

Melissa A. Scharrer, Friend of the Court  

Tony Spokojny, Esq., Counsel for MAPE 
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S T A T E  O F  M I C H I G A N  
 

C O U R T  O F  A P P E A L S  
 
 
 
DETROIT PUBLIC SCHOOLS, 
 
 Respondent-Appellee, 
 

 
UNPUBLISHED 
October 15, 2013 

v No. 311218 
MERC 

TEAMSTERS LOCAL 214, 
 

LC No. 07-000252 

 Charging Party-Appellee, 
and 
 
DENICE GREER and 194 MEMBERS OF 
TEAMSTERS LOCAL 214, 
 
 Appellants. 
 
 

 

 
Before:  SERVITTO, P.J., and WHITBECK and OWENS, JJ. 
 
PER CURIAM. 

 Appellants, individual members of Teamsters Local 214 (the Union), filed a motion to 
intervene in an unfair labor practice charge between the Union and Detroit Public Schools 
(DPS).  The Michigan Employment Relations Commission (MERC) denied appellants’ motion, 
concluding that they had no right to intervene because the duty to bargain in good faith is 
between the Union and the employer, not the employer and the individual employees.  
Appellants appeal as of right.  We affirm. 

 Appellants were employed as security guards by DPS and were all members of the 
Union.  In May 2005, DPS and the Union negotiated and ratified a concession in the form of 
5.71 percent wage reduction.  The wage concession was effective through June 30, 2006, at 
which time it was set to expire unless the parties agreed otherwise.  According to DPS and the 
Union, the parties negotiated and ratified a successor agreement (the “2007 final offer”) in the 
spring of 2007, which extended the 5.71 percent wage concession through June 30, 2007.  The 
parties agreed to a reopener on the issue of wages for the period beginning July 1, 2007.  If 
negotiations on the reopener failed to result in an agreement by June 30, 2007, wage rates would 
be restored to their pre-concession level effective July 1, 2007, subject to continued bargaining 
obligations on the reopener.  DPS and the Union did not reach an agreement.  DPS, however, 
unilaterally continued to apply the 5.71 percent wage reduction for work performed on and after 
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July 1, 2007.  DPS and the Union continued to negotiate but failed to reach an agreement.  
Shortly thereafter, the Union filed an unfair labor practice charge against DPS, challenging the 
propriety of DPS’s extension of the wage concession beyond July 1, 2007. 

 While the charge was pending in MERC, DPS terminated the 5.71 percent wage 
concession, effective January 15, 2008.  DPS and the Union continued to bargain, and DPS 
proposed a 1.7 percent wage reduction for the remainder of the fiscal year, with no back pay for 
work performed between July 1, 2007 and January 15, 2008.  The Union countered with a 1.2 
percent wage reduction for the remainder of the fiscal year, also with no back pay.  On February 
15, 2008, DPS “passed an offer” which incorporated, among other things, the 1.2 percent 
concession proposed by the Union.  The Union did not respond to that offer, but left the 
negotiations indicating that they would get back to DPS.  When the Union did not respond, DPS 
advised the Union on March 6, 2008 that it “was declaring an impasse and implementing the 
1.2% concession effective immediately.”  The Union did not return to bargaining and instead 
filed an amended unfair labor practice charge, challenging the propriety of the 1.2 percent wage 
reduction. 

 On May 19, 2011, an administrative law judge (ALJ) issued a decision and recommended 
order.  The ALJ concluded that DPS’s “failure to restore the proper wage rate on July 1, 2007, 
was both a unilateral change in wages . . . and a repudiation of an undisputed provision of the 
collective bargaining agreement in violation of the duty to bargain.”  However, the ALJ also 
concluded that DPS acted properly when it implemented the 1.2 percent wage reduction.  The 
ALJ noted that DPS imposed the wage concession that the Union had proposed and found that 
there was a legitimate impasse in bargaining.  The ALJ did not recommend awarding back pay 
for the period of July 1, 2007 through January 15, 2008, stating that the “imposition of the wage 
scheme in March 2008 obviated any back pay liability.”  Neither DPS nor the Union filed 
exceptions to the proposed order. 

 On June 13, 2011, appellants filed a motion to intervene and preliminary exceptions.  
Appellants asserted that the Union failed to discharge its duty of fair representation.  
Specifically, appellants noted that the Union and DPS stipulated that the union members ratified 
the 2007 final offer, which extended the 5.71 percent wage concession through June 30, 2007.  
However, appellants asserted that the 2007 final offer was never properly ratified, citing 
numerous alleged irregularities in the ratification process. 

 Nearly one year later, the MERC issued a final decision and order in which it adopted the 
ALJ’s recommendation and denied appellants’ motion to intervene.  The MERC concluded that 
appellants lacked standing to pursue a charge against DPS because the duty to bargain is between 
the Union and the employer.  Additionally, the MERC noted that appellants sought to become 
parties to the action and be aligned as charging parties because they were dissatisfied with the 
Union’s representative.  The MERC stated that appellants’ dissatisfaction with the Union could 
not be resolved as part of the Union’s charge against DPS.  Rather, appellants had to file a 
separate action against the Union for breaching its duty of fair representation.  Appellants moved 
for reconsideration, which the MERC denied.  In doing so, the MERC noted that by the time 
appellants moved to intervene in the action, it was too late for appellants to file a claim against 
the Union relating to the Union’s handling of the case because the six-month statute of 
limitations had expired.  The MERC concluded that appellants could not bring a time-barred 
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claim by moving to intervene in the case.  Subsequently, appellants filed the present appeal 
arguing that the MERC abused its discretion by denying their motion to intervene. 

 Generally, a decision regarding a motion to intervene is reviewed for an abuse of 
discretion, Auto-Owners Ins Co v Keizer-Morris, Inc, 284 Mich App 610, 612; 773 NW2d 267 
(2009), except with regard to the MERC’s rulings.  We articulated the standards governing 
review of the MERC’s rulings in Branch Co Bd of Comm’rs v Int’l Union, United Auto, 
Aerospace & Agriculture Implement Workers of America, UAW, 260 Mich App 189; 677 NW2d 
333 (2003): 

 We review MERC decisions pursuant to Const 1963, art 6, § 28, and MCL 
423.216(e).  MERC’s findings of fact are conclusive if they are supported by 
competent, material, and substantial evidence on the record considered as a 
whole. MERC’s legal determinations may not be disturbed unless they violate a 
constitutional or statutory provision or they are based on a substantial and 
material error of law.  In contrast to [] MERC’s factual findings, its legal rulings 
are afforded a lesser degree of deference because review of legal questions 
remains de novo, even in MERC cases.  [Id. at 192-193 (internal quotation marks 
and citations omitted) (omission by Branch Co Bd of Comm’rs).] 

Appellants cite MCR 2.209(A)(3) to claim that they had a right to intervene in the action.  
However, MCR 2.209(A)(3) applies to civil court actions, and not administrative proceedings.  
See MCR 2.001.  The applicable rule governing intervention in the MERC proceedings is Rule 
157 of the Commission’s General Rules, 2002 AACS R 423.17, which provides, “persons having 
such an interest in the subject of the action that their presence in the action is essential to permit 
the commission to render complete relief shall be made parties and aligned as charging parties or 
respondents in accordance with their respective interests.” 

The Michigan Public Employment Relations Act (PERA), MCL 423.201 et seq, governs 
public labor relations.  See Detroit Fire Fighters Ass’n IAFF Local 344 v Detroit, 482 Mich 18, 
28; 753 NW2d 579 (2008).  “One of PERA’s primary purposes is to resolve labor-management 
strife through collective bargaining.”  Id. at 28-28 (internal quotation marks and citation 
omitted).  Section 10(1)(e) of PERA provides that a public employer shall not “[r]efuse to 
bargain collectively with the representatives of its public employees, subject to the provisions of 
section 11.”  MCL 423.210(1)(e) (emphasis added).  Section 11 of PERA further provides, in 
relevant part: 

 Representatives designated or selected for purposes of collective 
bargaining by the majority of the public employees in a unit appropriate for such 
purposes, shall be the exclusive representatives of all the public employees in 
such unit for the purposes of collective bargaining in respect to rates of pay, 
wages, hours of employment or other conditions of employment, and shall be so 
recognized by the public employer . . . .  [MCL 423.211 (emphasis added).] 

 The above provisions are clear and unambiguous and provide that the duty to bargain 
runs exclusively between the employer and the representative.  In the present case, it is 
undisputed that the Union was the exclusive bargaining unit for the security officers.  Therefore, 
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the duty to bargain was between DPS and the Union, not DPS and the individual officers.  See 
Wayne Co (Community Mental Health Agency), 21 MPER 73 (2008) (no exceptions), citing 
Detroit Pub Schs, 1985 MERC Lab Op 789; City of Hazel Park, 1979 MERC Lab Op 177; Old 
Mills Tavern Hotel, Inc, 1975 MERC Lab Op 171 (“[A]n individual employee cannot assert that 
an employer has violated its duty to bargain in good faith with the employee’s bargaining 
representative because the obligation to bargain runs between the employer and the exclusive 
bargaining representative.  An individual employee cannot assert the claims of his or her 
union.”).  Because the Union represented appellants’ interests in the action, their presence was 
not essential for the MERC to render relief.  Thus, appellants have no right to pursue an unfair 
labor practice charge against DPS.  Their allegations that the Union violated its duty of fair 
representation should have been pursued in a separate action against the Union. 

 Affirmed. 

/s/ Deborah A. Servitto  
/s/ William C. Whitbeck  
/s/ Donald S. Owens  
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